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 Abstract 
 
As is the nature of any organization, the U.S. Coast Guard is constantly seeking 
to improve its functions, operations, policies and procedures. In terms of 
communications, the service’s Public Affairs Program has instituted a number of 
different competencies and qualifications to better prepare candidates as they approach 
the next rank. This study sought to provide an outline of the middle-management 
component as it exists with the public affairs element and compare the findings to those 
published in the Excellence Study to assist the service by providing a basis from which 
additional policy recommendations could be made. 
The study was conducted through an examination of two occupational surveys, 
focusing on the findings most relevant to the middle-management component in regard 
to their role within the public affairs command structure, their professional orientation a 
culminating term referencing their education, training and experience, and their job 
satisfaction, which informs to the overall organizational culture and structure of the 
military public affairs program.  
The findings indicate that the public affairs middle management are strictly 
confined to the role of Expert Prescriber or that of a communications subject matter 
expert, who makes prescriptive contributions, but rarely stimulates dialogue on the 
subject. In terms of professional orientation, the middle-management component has a 
menu of internal trainings available through the Defense Information School, which 
facilitates increased departmental professional orientation – the foundation of 
communications excellence. Lastly, the level of job satisfaction identified through the 
surveys spoke to the organizational type of Formalization, which is a type unique for its 
 strict, militaristic adherence to policy and procedure. While this type has been found to 
have negative impacts on job satisfaction as it applies to autonomy and creativity, it also 
has a positive impact in terms of clarity of direction and operations, which increases job 
satisfaction.  
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Introduction 
Chapter 1: Introduction 
The U.S. Coast Guard recognizes its establishment as taking place on Aug. 5, 
1790 by Alexander Hamilton who wrote Federalist Paper #12 stating that “A few armed 
vessels, judiciously stationed at the entrances of our ports, might at a small expense be 
made useful sentinels of the laws (Coast Guard, 2014).” This solution to a young 
nation’s needs created the Revenue Cutter Service, responsible for implementing port 
security protocol, enforcing tariffs and undermining smuggling operations. As the nation 
grew, so did the missions and expectations of the service. In 1983, the Department of 
the Treasury orders the service to move out from the ports and conduct coastal patrols, 
assisting vessels and crews in distress (Baldinelli, 2002). After eradicating the presence 
of pirates from the Eastern seaboard and the Caribbean Islands, the law enforcement 
mission of the service grew to eventually incorporate the prevention of illegal 
immigration and the interdiction of illicit narcotics (Baldinelli, 2002).  
The modern-day Coast Guard emerged from a consolidation effort involving the 
Revenue Cutter Service, the Life-Saving Service, the Steamboat Inspection Service and 
the Lighthouse Service (Coast Guard, 2014). With its myriad mission set overlapping 
into more than a few branches of government, the Coast Guard has been transferred 
from the Department of the Treasury to the Department of the Navy, to the Department 
of Transportation to its current home in the Department of Homeland Security 
(Baldinelli, 2002). In addition to these external changes, the service has seen changes 
internally as well including the creation, consolidation and evolution of specialty ratings 
or job fields like the public affair specialty. 
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On June 29, 1949, Alex Haley, the celebrated author of Roots, became the first 
journalist of the service, a job which is recognized as the precursor to the Coast Guard’s 
current public affairs specialist job field. For his part, Haley successfully petitioned and 
subsequently transferred from his job as a steward to that of a journalist (Chief 
Journalist’s Mate Alex Haley's Biography, n.d.). As the journalist rating grew, it 
ultimately merged with the photographer rating to become the public affairs rating in 
1972 (Coast Guard Heartland, n.d.). Since its inception, the public affairs job field has 
seen a broadening of its expectations and mission to include feature writing, 
photography, videography, video editing, media relations, event coordination, crisis 
communications, graphic design, social media management, local government affairs 
as well as the administrative duties necessary to support these expectations (U.S. 
Coast Guard, 2016). These expectations are carried out by approximately 75 enlisted 
active duty Coast Guard public affairs specialists, 15 full-time public affairs officers 
stationed in major media markets in 20 cities around the country (U.S. Coast Guard, 
2016) and collateral-duty public affairs officers, one of whom can be found at every 
Coast Guard unit. 
 When Alex Haley retired from the Coast Guard, he did so as a Chief Journalist, 
which implies he was a leader of personnel and a manager of corporate strategy. In that 
spirit, this study will examine the middle-management component of the current public 
affairs job field in regard to their roles, their job satisfaction and their professional 
orientation, which refers to their training, education and experience, in relation to the 
findings of the Excellence Study.  
Introduction 3 
 The Excellence Theory is the result of a 15-year study conducted to determine 
the excellence of organizations and how the public relations component of said 
organizations contributed to or detracted from that excellence. The study, funded by the 
International Association of Business Communicators Research Foundation, included 
mostly corporate and non-profit organizations from the United States, Canada and the 
United Kingdom, surveying the public relations staff and CEOs of 327 organizations. 
The Excellence Study was the first to find and quantify the value of public relations to 
the financial bottom line of an organization and note its contributions to the health of the 
organization overall.  
 The impact of the Excellence Study and subsequent Excellence Theory is 
foundational to the field of public relations. It provided communication professionals a 
new vocabulary with which to explain the relevancy of their occupation and a 
perspective from which to reevaluate their position within an organization and realign as 
needed. After its publication, the study was replicated for countries and continents not 
included initially. The findings proved strikingly similar, facilitating the creation of a more 
global theory, a global understanding of basic principles, while allowing for aberrations 
inherent to cultural, political and developmental differences (Grunig, Grunig & Dozier, 
2006). 
 While the contributing researchers offer that governmental affairs and 
governmental public affairs suffer the obstacle of excessive publics and stakeholders 
with which to communicate (Grunig & Dozier, 2003; Grunig & Jaaninen, 1999), further 
complications for the Coast Guard lies in its unique dichotomy as a military branch and 
an active law enforcement agency. The other four branches of the military (Army, Air 
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Force, Navy, Marines) have been found to almost exclusively utilize the public 
information communication model, while law enforcement agencies have been 
observed to utilize a more symmetrical communication form. The Coast Guard, lying 
somewhere between these two identities, uses both models to different extremes based 
on organizational communicative needs (Kroll, 2017).  
 These needs are carried out by enlisted public affairs specialists trained through 
the Defense Information School, established as the all-military communications school 
in Fort Meade, Maryland, and public affairs officers, usually junior officers of ranks 
between 0-2 and 0-4 with differing levels of communications education or experience. 
Each office falls under the district command and control structure (see table 1) and each 
office staffed relatively the same with few exceptions (see table 2), as dictated by 
operational need. An example of this need is present in the existence of the public 
affairs detachment (PADET), a satellite office placed in more prominent media markets, 
but falling under the command and control of the geographic district’s primary public 
affairs office. Each PADET provides communications services to local Coast Guard 
sector commands and their subsidiary units, while implementing and imparting the 
communicative culture and mission of the governing district.  
 In the command structure of the typical public affairs office, the senior chief petty 
officer (E-8) serves as the middle management for the Area commands. A chief petty 
officer (E-7) fills the role of middle management at the district command level, while in 
PADETs that role falls to the PADET supervisor, a petty officer first class (E-6). While all 
fill the middle management role, the rank structure places each at different ends of the 
authoritative spectrum. E-6s manage public affairs on a unit level, whereas the E-7s 
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work more on the district level that managed the individual units. The E-8s are 
responsible for overseeing and managing the district operations.  
Expectations for E-7s as well PADET supervisors (E-6s) run a fine line between 
technical expert, standard bearer, personnel manager and command advisor. As noted 
in study conducted by Matthew Moorlag, the turnover of the primary public affairs 
officers stationed at district public affairs offices and the lack of a communications-
specific career path for officers creates a constant upheaval in the culture and direction 
of the office, creating increased ambiguity, which may burden the middle management 
component (Moorlag, 2007).  
Statement of the Problem 
To better understand the middle management component of the Coast Guard’s 
public affairs rating, this study will examine the three aspects that best define it. First, 
this study will seek to identify the role middle managers inhabit through an analysis of 
their tasks. Secondly, the researcher will examine job satisfaction to better understand 
the organizational structure and where middle managers place in it. Lastly, the 
researcher will conduct an analysis the professional orientation of the middle 
management to understand what Dozier, et al. refer to as the basis for excellent 
communications. (1995) 
The role and responsibilities of the public relations manager 
 Grunig’s estimation of the middle management role is strikingly similar to that of 
the Coast Guard, in that the expectation lies in a balance of practitioner expertise, the 
facilitation of tasks and an advisory role couched in experience. In his study, Grunig 
uses the term “boundary spanner” (Grunig, 1992; Grunig, Grunig & Dozier, 2006; 
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Grunig & Hunt, 1984) to indicate a position that is responsible for communicating 
between an organization and its publics. In regard to the Coast Guard public affairs 
rating, internally, that position falls to the middle-management component as they 
communicate the command’s expectations, commissioned officers, to the practitioners 
(enlisted members) while also assisting in advising the command of proper 
communicative course of action.  
 Grunig points out that the balancing both the technical expertise and the advisory 
roles are necessary to facilitate excellence (Dozier, Grunig & Grunig, 2013; IABC 
Research Foundation, 1992), but to what degree has that balance been struck in the 
Coast Guard middle management is an idea being researched here.  
The job satisfaction of the public relations manager 
 As is pointed out by Larissa Grunig, job satisfaction is the environment in which 
communication excellence is most likely to grow. Grunig also points out that while job 
satisfaction is relevant to excellence, it is not the sole or an essential item to the 
facilitation of excellence. By gaining a perspective on this element the study gains 
insight into the organizational structure and structure types affecting this element to 
better understand the presence of an excellence-inducing climate.  
The professional orientation of the public relations manager  
Grunig, Grunig and Dozier (2002) note that the knowledge base of practitioners 
is “foundational to excellence” though, as Larissa Grunig noted in regard to job 
satisfaction, this element isn’t essential to communication excellence though it is a 
primary contributor given that a high level of professional orientation exists 
departmentally and not merely a few key individuals.  
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Summary 
 By examining these research topics, the researcher will provide a better 
understanding of the middle-management component by outlining this position using 
elements associated with communications excellence.  
Purpose of Study 
 The purpose of this study is to provide analysis for the middle management 
component of the Coast Guard public affairs program in comparison with elements of 
the Excellence Study in order to gain actionable insight to improve the program overall, 
specifically those Coast Guard members currently serving in those middle management 
roles.  
The Excellence Study has been compared and contrasted with a myriad of 
different organizations around the world, of every conceivable size and mission, though 
governmental agencies proved difficult to study. As researchers have noted, 
governmental agencies have substantially more targeted publics and stakeholders than 
their organizational counterparts in the corporate or nonprofit realms (Grunig & Dozier, 
2003; Grunig & Jaaninen, 1999) making their communication efforts more complex in 
nature. 
Currently, the study most specifically exemplifying the spirit and topic of related 
to this study would be Matthew Moorlag’s The U.S. Coast Guard Public Affairs Officer: 
Roles, Perceptions, and Culture – A Communication and Excellence Study. Moorlag’s 
study focuses on the role and responsibilities surrounding the Coast Guard’s primary 
duty public affairs officer and the collateral-duty public affairs officer and what 
improvements could be made to better service individual units, the development of 
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Coast Guard officers and the overall communications mission of the Coast Guard.  
 Moorlag’s study sought to analyze the role of commissioned officers who serve in 
roles limited by military tenure and stymied by the lack of a specified communication-
centric job field. Moorlag notes that this lack of education, lack of standardized 
knowledge and constant turnover of personnel causes disruption to the communication 
mission. Where Moorlag’s study was focused on the role of the commissioned officer, 
this study will examine a component of the enlisted public affairs workforce, a 
component with more standardization of education and a dedicated job field.  
 In order to provide a foundational study on this aspect of Coast Guard public 
affairs culture, the researcher will examine three contributing factors to communication 
excellence identified in the Excellence Study – those being manager roles, job 
satisfaction and professional orientation. This speaks to the culture put in place by 
public affairs middle management. Through occupational surveys supplied by the Coast 
Guard insights into the tasks, responsibilities, job satisfaction and education of the 
public affairs middle management component are provided. These three areas give an 
overarching view of the public affairs middle management component.  
Research Questions 
           This study will examine three factors to gain a better understanding of the role 
middle-management public affairs personnel in the U.S. Coast Guard: 
1. The role and responsibilities of the public relations manager 
2. The professional orientation of the public relations manager 
3. The job satisfaction of the public relations manager 
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Significance to the Field 
 Currently, few studies exist that examines the enlisted Coast Guard public affairs 
rating. With little academic research from which to base foundational decisions, the 
potential for enacted policy without research to provide background and context is 
increased. A baseline understanding in regard to the public affairs middle management 
component’s role and relation to the Excellence Study would give the Coast Guard’s 
public affairs program managers data from which to create more targeted and impactful 
qualifications, competencies and achieve a better overall understanding of this 
component.  
Definitions 
 
Billet – a personnel assignment in the military of which there are a limited amount and 
specific qualifications or rank required in order to undertake. 
  
Command, command cadre – military jargon for the group of managers and leaders 
who govern the organization and determine its cultural and operational direction 
  
Dominant coalition – corporate jargon for the group of managers and leaders who 
govern the organization and determine its cultural direction. 
 
Public affairs specialist – an occupational specialty open to enlisted members 
focusing on the public affairs job field. 
 
Middle management – the organizational component that bridges the communicative 
and managerial gap between department head and practitioners.   
 
Organizational Excellence – refers to an organization’s continuing efforts to streamline 
processes and refine framework in a manner that contributes to customer satisfaction, 
profits and/or overall productivity.  
 
Public information – a communication model and technique by which relevant, 
accurate information is disseminated to a target public. 
 
Press agentry – a communication model and technique by which an organization and 
its products are promoted and marketed to target media outlets. 
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PADET (Public Affairs Detachment) – a PADET serves as a satellite office and 
extension of the primary public affairs office for the geographical area. (i.e. PADET 
Houston falls under the command of the Eighth Coast Guard District in New Orleans) 
 
Rating – military jargon, specific to the Navy and Coast Guard, that denotes an enlisted 
specialty or job field within those military branches. 
 
Stakeholder – a person or entity with vested interest and/or ties to an organization. 
 
Two-way Symmetrical Communication Model – uses a dialogical form of 
communication used by an organization to establish and maintain mutual understanding 
with their public. 
 
Two-way Asymmetrical Communication Model – uses an imbalanced form of 
symmetrical communication that focuses more on persuading and advertising to a 
target public. 
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Chapter II: Literature Review 
 
Introduction 
 The purpose of this study is to better understand the middle-management 
component related to the Coast Guard’s public affairs rating, by discovering the roles 
attached to the component, the level of job satisfaction felt by the component and the 
measure of professional orientation that exists within the component. 
This literature review seeks to explore research concerning roles and 
responsibilities inherent to the management component of public relations. Secondly, 
the researcher will discuss job satisfaction as it relates to public relations practitioners, 
in terms of its relevance to the organizational structure and factors contributing to it. The 
final section will focus on the professional orientation of the management component in 
public relations. Professional orientation refers to education, training, experience and 
membership to professional organizations, facilitating a state of expertise recognizable 
to the dominate coalition. Each of these elements will be compared and contrasted with 
findings of the Excellence Study.  
Roles, responsibilities of a communications manager 
For the first section of the literature review, the researcher will examine the roles 
and responsibilities associated with the title of public relations manager. While the 
overarching topic of this study focuses on military public affairs, other studies have 
found the two aspects too similar to separately categorize, bringing immediate 
relevance to studies and articles based around the general concept of public relations.  
Before delving into the selected studies for this review category, the researcher 
will first examine the offerings of Grunig, et al. (1992), in their analysis of the subject in 
Literature Review 14 
relation to organizational and public relations excellence. In the Manager’s Guide 
to Excellence in Public Relations and Communication Management (Dozier, Grunig & 
Grunig, 1995), the role of management isn’t described in terms of a series of tasks, but 
rather through the detailing of three specific roles distilled from tasks. By assuming one 
or more of these roles, a practitioner typically comes to be recognized as a manager, 
regardless of years of experience or training (page 24). Those managerial roles include 
the Expert Prescriber role, the Communication Facilitator role and the Problem-Solving 
Process Facilitator role.  
To offer a brief description of each: the Expert Prescriber is, as the name 
indicates, an expert in communications directly related to the organization while 
cultivating a growing knowledge base by remaining up to date on best practices related 
to the job field. The role of Communication Facilitator, is a near-synonymous form of 
boundary spanning, acts as the intermediary between the organization, its publics and 
stakeholders, facilitating a line of communication between the parties. Lastly, the 
Problem-Solving Process Facilitator seeks the advisory role in times of crisis or issues 
management. 
The first entry included under this topic is a study conducted by Shannon Bowen 
(2009) for the Journal of Applied Communication Research. In her study, Bowen looked 
at the manner in which public relations practitioners achieve membership to the 
dominate coalition, a concept which had proved “frustratingly elusive” in a previous 
study (Berger, 2007), but of considerable import as per the Excellence Study and 
subsequent studies as a means of identifying and addressing potential issues affecting 
organizational credibility and reputation.  
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 Bowen, through support from the IABC, conducted three methods of data 
collection to include an online survey, long-form interviews and focus groups. For the 
survey portion, Bowen contacted 11,000 practitioners, receiving a response rate of 16.6 
percent, asking questions centered around reporting procedures, admittance to the 
dominate coalition, level of counseling provided to the dominant coalition or CEO and a 
final open-ended question asking for anything additional the respondent would like to 
add to the subject.  
 For her the interview portion of her methodology, Bowen chose 32 members of 
selective communication associations such as the Arthur W. Page Society and then 
used snowball sampling to recruit participants for the study. The interviews queried 
participants on their access to the dominate coalition and when and how they had 
gained access.  
The focus group portion was made up of volunteers populating four groups (three 
senior-level; one executive-level) of communication professionals at varying stages in 
their careers ranging from mid-career to retirement. The questioning of the groups 
focused on the access to, inclusion to, exclusion from or general interaction with the 
dominate coalition. According to Bowen, “Focus groups were instrumental in gaining 
insight into the common barriers and impediments to access faced by communication 
professionals.” (page 9).  
 The qualitative data present in all methodological avenues illuminated 
reoccurring pathways to membership to the dominate coalition. The first two most 
prominent and reoccurring pathways (Crisis Situation and Ethical Dilemma) echo 
Grunig’s previous finding that CEO’s or the dominate coalition as a whole are more 
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likely to give authority and resources to a public relations office if they experience 
excellent communications firsthand. (Grunig, Grunig & Dozier, 2002). Both of these 
pathways allowed for the reporting sources to demonstrate communications in a very 
visible manner to the corporate heads. According to participants, crises and issues 
management are high-stakes situations that allow for experience, training and education 
to shine through and proper handling brings public relations into focus, allowing for 
interaction with the dominate coalition.  
 The third most common pathway identified concerned authority accrued over 
time through execution of excellent communications. The majority of participants who 
indicated this pathway in their response also noted that this was the slower process 
(taking decades in some reported instances) to acceptance into the dominate coalition 
and that it could, or had been, impeded by a turnover of corporate personnel. 
Participants also indicated that this path concerned relationship building through a 
record of accurate analysis, earning trust of the CEO through exemplifying reliability. 
Results also indicate that a prerequisite to this pathway is a single-minded persistence 
that can eventually be exhausting and potentially degrading. 
 The fourth and most temporary pathway concerns media interest. Participants 
indicated that if the organization suddenly finds itself potentially visible through 
connection to a newsworthy event, this facilitates the public relations manager receiving 
an invitation for entrance to the dominate coalition. Some participants noted that this 
invitation was extended purely for the situation thrusting them into the spotlight, to “fix” 
the situation, rather than provide meaningful counsel, limiting the authority of the public 
relations manager and narrowing the scope of the position to that of press agentry.  
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 The fifth and final pathway points to leadership as the key ingredient leading to 
dominate coalition membership. Participants who answered in this manner indicated 
that through action, communicating actionable insights and engaging in productive 
debate based on experience or education with other members of the coalition a public 
relations manager can stand apart as a leader and earn the title of trust advisory. The 
difficulty of this pathway, as expressed by participants, is the experience it requires to 
act with such confidence and the level of authority necessary to access organizational 
information needed to facilitate educated discourse in regard to policy issues.  
 Bowen’s study gives us unique insight into the means and processes necessary 
or public relations managers to attain admittance to the dominant coalition, giving more 
credence to the Excellence Study (Grunig, Grunig & Dozier, 2002), while also providing 
insight into the roles addressed by Grunig, et al. The first two pathways (Crisis 
Management/Ethical Dilemma), the two most indicated examples of corporate inclusion, 
demonstrate a priority placed on the role of the Problem-Solving Process Facilitator by 
the dominant coalition. This window allows the manager the opportunity to demonstrate 
the value of ethical communications and their personal proficiency which, participants 
concur, might assist providing them a more credible voice in the future, potentially 
widening the corporate worldview to a more excellent perspective.  
 Participants that voiced examples of the third and fourth pathways concerning 
the slow build to acceptance and emergent media concerns, also indicated a mix 
between the asymmetrical and technical worldviews as presented in the Excellence 
Study (Grunig, Grunig & Dozier, 1992). Either public relations is seen as a means of 
communicating at the public, rather than to the public or, as one participant put it, “We 
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are seen as being the magicians that can keep the organization out of trouble with the 
press.’’ (Page 16) This finding indicates a role comprised mostly of the Expert 
Prescriber role. 
 The fifth pathway, while requiring much of the manager, endeavors to express 
much of what Grunig and White (1992) identified as being the most excellent worldview. 
The leadership pathway requires a dogged determination of the practitioner and vast 
experience, but both of these attributes help shape the worldview of the CEO and the 
dominate coalition. Participants that indicated this pathway expressed an almost 
audacious level of confidence that allowed for their counsel to be heard and a level of 
experience that gave their counsel weight, potentially moving the organization towards a 
symmetrical form of communication and an elevated level in autonomy for the public 
relations department. 
 The leadership pathway demonstrates an amalgamation of all the roles 
introduced by Dozier, et al., (1995) presenting an image of the complete practitioner 
who can affect or influence organizational practice and worldview through counsel 
couched in education and experience.  
While the sampled population was relatively small, the findings of Bowen’s study 
give a glimpse of executive worldviews as they apply to public relations. While the world 
of military public affairs is more structured than that of corporate public relations, the 
attitudes and priorities of those in command are rarely as standardized. Bowen’s study 
allows communication managers the insight that the understanding of corporate 
expectations allows managers to exceed them, creating opportunities for future invites 
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into the dominant coalition, giving public relations a voice in the organization, potentially 
making for a more excellent organization overall. 
 The second addition to this subject is a study authored by Berger, Reber and 
Heyman (2007), which examined the definition of professional success in the public 
relations domain and the many ways to achieve it. The study was conducted through 
interviews of public relations executives to determine how they defined success, 
contributing factors to that success, desirable characteristics that contribute to success, 
limiting factors to success and from their answers identifying inferable patterns to that 
success.  
 To gather their sample population, Berger, et al., selected and invited 207 public 
relations professionals, approximately 60 percent male, 40 percent female, to 
participate, of which 47.5 percent (97 participants) agreed. Participants averaged 
approximately 23 years of professional experience, with the majority inhabiting either 
the highest or second highest communications title in their respective organizations. 
The interviews were conducted telephonically over an average of a 30-minute period 
per participant and involved 10 questions directly related to the purpose of the study 
and six focused on demographical information.  
On the subject of the definition of success, the answers most stated in descending 
order of popularity are as follows: 
1. Holding a decision-making position (22.7 percent) 
2. Helping the business grow (20.6 percent) 
3. Becoming a trusted advisor/Possessing excellent communication skills (16.5 
percent) 
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4. Being an effective leader/Strengthening organizational image (11.3 percent) 
5. Possessing persuasive abilities (10.3 percent) 
On the subject of contributing factors to success, the answers most stated in 
descending order of popularity are as follows: 
1. Communication skills (28.9 percent) 
2. Proactive nature (25.8 percent) 
3. Relationship and networking (22.7 percent) 
4. Interpersonal skills/Experience (18.6 percent) 
5. Analytical skills/Leadership skills (16.5 percent) 
On the subject of characteristics that facilitate success, the answers most stated in 
descending order of popularity are as follows: 
1. Personal character (86.5 percent) 
2. Communication skills (44.3 percent) 
3. Creativity (32.9 percent) 
4. Educational background (25.7 percent) 
5. Positive, self-starter (24.7 percent) 
On the subject of problems limiting success, the answers most stated in descending 
order of popularity are as follows: 
1. Poor interpersonal skills (19.6 percent) 
2. Lack of focus (18.6 percent) 
3. Ego (15.5 percent) 
4. Lack of motivation/Poor management skills/General incompetence (13.4 percent) 
5. Poor leadership skills (12.4 percent) 
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From participant responses, Berger, et al., identified 10 trends related to 
professional public relations. For the purposes of this literature review, the researcher 
will be describing and analyzing three of the 10.   
1. Many pathways may lead to success in PR leadership 
From their unique professional backgrounds and corporate cultures, the 
participatory public relations managers indicated equally diverse pathways to 
their concepts of success. Considering the noted concepts of success were 
split between ideas of success as they apply to the individual, the 
organization and the office or team dynamic, the pathways related to each of 
these aspects will have a different starting place and outcome, creating a 
unique pathway. For their part, the participants indicated (in descending order 
of frequency) a particular skill set or experiences, successful crisis 
management, incremental advancement over time and serendipity (page 12) 
as the pathways to success most experienced by participants.  
2. Performance lights the pathways to success 
As might be assumed, participants strongly indicated that performance plays 
a key role in their success as communication managers. Participants found 
that performance as a problem solver, advisor and producer of positive 
results was a strong indicator of success – not simply by engaging in these 
roles, but the manner in which they were engaged. A number of participants 
highlighted the importance of creativity, passion, challenging preconceptions 
and risk taking as aspects associated with the previously stated roles, 
contributing to their success. 
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3. At the top, communication skills mean much more than just writing 
Many participants indicated a priority toward remaining current and fluent in 
all manner of communication to include design and production skills. 
Participants stated that having an expansive skill set bolstered strategic 
planning. Aside from the technical aspect, this subject was also raised in 
relation to intangible skills such as interpersonal communication and 
relationship building – skills which speak to the heart of public relations as a 
whole. In summary, successful public relations managers are experts in every 
aspect of communications according to the study.  
 The managerial roles discussed by Grunig, et al., are readily apparent in this 
study, first through identifying the role of the Problem-Solving Process Facilitator as a 
pathway to success as indicated in the first trend. The second trend identifies all three 
of the roles and emphasized their importance further by proposing that managers 
engage in these roles with creativity and confidence, which the study suggests 
promotes success. The third and final trend examined for its relevance to the literature 
review can be attributed directly to the role of Expert Prescriber, which is essentially a 
subject matter expert for all things communication-related. As Dozier, et al., (1995) 
wrote: “The Expert Prescriber is an acknowledged expert on communication in the 
organization., best informed about communication issues, and best qualified to answer 
communication and public relations questions.” (page 24) Through this understanding 
and seeking a modern skill set, both technical and theoretical, a manager can assume 
aspects of the role of Expert Prescriber.  
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 The third consideration for this section of the literature review is a study 
published in the Journal of Public Relations Research by Brian Smith and Katie Place 
(2013), focusing on the role of public relations in an environment where PR practitioners 
increasingly find themselves integrated under an umbrella with marketing, advertising 
and other communication-centric job fields. The study seeks to understand the level of 
organizational power held by public relations practitioners as it applies to influencing 
organizational decisions and direction. Smith and Place note the concern from 
academia that such an environment could negatively affect PR practitioner’s advisory 
role, steal influence and potentially causing harm to the organization overall. The 
researchers use this perception as the focus of their study.  
 The researchers accomplished their methodology by conducting 45-to-75 minute 
telephonic and in-person interviews with 20 professionals of both the marketing and 
public relations job fields with experience ranging from practitioner level to managerial 
and from a wide range of industries. The survey questions were open ended and 
focused first the role of practitioners in an integrated environment and secondly on their 
perception of their power in that same environment. 
 Smith and Place found that the power, and therefore influence, of the public 
relations management are derived from organizational positioning and through the 
quality of communication products. The concept of organizational positioning refers to 
the proximity to and influence of an organization’s dominant coalition and the 
communication products indicated by participants centered around written and spoken 
presentations. Participants also indicated that the power of the public relations manager 
was at its peak during crisis situations and through the exhibitions of expertise, such as 
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well-written products, engaging presentations or, on an interpersonal level, through well-
articulated, data-driven arguments or illustrative conceptions of possible outcomes.  
 The researchers note in their literature review, the desire from marketing 
professionals is for a more consolidated communications branch for consistent 
messaging and contributing a holistic vantage point, to include stakeholder related 
topics, from which to communicate. The concern from public relations practitioners is an 
encroachment on their autonomy and a potential stifling of their influence on the 
dominant coalition. Smith and Place initiated this study to better analyze this 
juxtaposition by gathering the perceptions and experiences of marketing and public 
relations personnel currently employed in integrated environments. 
In examining participant responses, the researchers discovered four distinct 
trends in relation to the types of integrated environments to which participants were 
exposed.  
1. Separate departments that meet up for continuing brainstorm sessions 
2. Separate departments that combine based on operational or organizational need  
3. All communication-related departments fall under a single executive  
4. All communication-related branches fall under marketing and are used for mainly 
promotional efforts. 
Smith and Place find that each of these shades of integration have their 
organizational benefits and affect the influential power of public relations in different 
ways.  
 Participants from a more integrated organization stated the integration they 
experienced gave a wider perspective of the organization as a whole, while providing a 
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diversity of ideas to problem solving and brainstorming that might not have been 
present otherwise. While not every public relations participant was employed by an 
organization that integrated to the point of having overlapping responsibilities (public 
relations conducting marketing and vice versa), those that were noted an increase in 
professional knowledge by working alongside a similarly functioning communication 
component like advertising or marketing.  
 Smith and Place also point to participants who indicated that social media was a 
unifying element in communications, for which marketing, advertising and public 
relations all have uses. For the majority of participants, the public relations department 
holds the keys to their organization’s social media presence, giving them more 
legitimate power and influence over the organization’s image and the perception of that 
image. Having control over the official social media outlets also gives the public 
relations department power in another sense by providing additional official titles to the 
department, which translates into increase power and influence for that department.  
 Lastly, the researchers found that integration within the organization provided 
power to the entire spectrum of communicators within that organization by merit of 
giving them a unified voice in times where one is required or expected to fulfill an 
advisory role. This consideration stands juxtaposed to the persistent view of autonomy 
being the epicenter of organizational power and influence, which was also voiced by 
participants.  
 While this literature review has examined the roles of the public relations 
manager in terms of his/her relationship with the dominant coalition, Smith and Place’s 
study offers a unique perspective into the relationship between the public relations 
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department and other communication-centric departments in varying states of 
integration. The study exemplified the role, as presented by Dozier, et al., (1995) of 
Communication Facilitator. While this role is described more as liaising between 
management and publics, this study demonstrates a strong need internally for such 
liaising efforts. With public relations holding the access to an organization’s social media 
presence and the responsibility inherent in being an advisor gives the department 
incredible power and influence, but, as participants indicated, facilitating some level of 
overlap or participation can grow practitioner skill sets, a broader picture of the 
organization overall and give greater emphasis to guidance presented to the dominant 
coalition. According to this study, by either initiating or cultivating this interoffice 
dynamic, a public relations manager can broaden his/her department’s proficiencies, 
bolstering the role of Expert Prescriber and giving more authority to the counsel given 
by their last role, Problem-Solving Process Facilitator.  
The job satisfaction of the middle management component 
For the second section of the literature review, the researcher will examine 
factors facilitating and detracting from job satisfaction for public relations managers. 
These factors will then be compared and contrasted with findings detailed in the 
Excellence Study and its surrounding body of work. By doing so, the researcher gains 
insight into an aspect corporate culture that can affect middle-management 
communicators through a clearer understanding of how organizational climate or culture 
can affect communications excellence. 
The Excellence Study (Grunig, Grunig & Dozier, 2002) notes that organizational 
structure plays a large role in the level of job satisfaction experienced by employees and 
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can, if neglected, effect employee turnover, safety records, absenteeism, employee 
health, mental and physical, and organizational commitment. According to the results of 
the study, mechanical and authoritative structures merited a lower job satisfaction rating 
among employees due to a utilization of asymmetric communications, contributing to an 
environment beset by “a continual battle between independence and dependence.” 
(page 499) Grunig, et al., also highlighted two trends observed during the course of their 
research where the definition of satisfaction was attributed to either an individual’s job 
and then to the organization overall. The study theorized that employee satisfaction, 
along with organization structure and system of communication, informed organizational 
satisfaction. Therefore, it can be surmised that by buoying employee satisfaction, 
organizations could see an increase in organizational satisfaction as well. This section 
of the literature review will examine these findings alongside those relevant to this 
section.  
The first study examined on this topic was conducted by U.S. Army Maj. David 
Grecken (2007), focusing on the role of public affairs in the Army and its valuation by 
and interaction with the dominant coalition of the service. Much like the overarching aim 
of this study, Grecken makes his academic contribution to a field lacking in examination. 
Unlike this study, Grecken’s study focuses specifically on the Army, the service’s public 
affairs branch and its relationship with the dominant coalition of the Army.  
Grecken conducted his study by first surveying a total population of 269 public 
affairs officers. This population was chosen based on their designation as public affairs 
officers and their completion of formal public affairs training (page 40). Secondly, he 
surveyed a total population of 94 participants at the command level or the dominant 
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coalition. These participants were selected by screening Army divisions and identifying 
one colonel-level individual from each division. Both surveys were distributed through 
the Army’s proprietary email system. The survey of public affairs officers saw a 
response rate of 55 percent and the dominant coalition survey received a response rate 
of 46 percent.  
Both surveys focused on five key factors transposed from the Dominant Coalition 
Theory: training, integration and expertise, information, effectiveness of communications 
and interaction with other coalitions.  
The results of the surveys found that both public affairs officers and members of 
the dominant coalition enjoyed a productive and open relationship with a beneficial flow 
of information and a prioritization of public affairs operations and objectives. Grecken 
also found that there was a disconnect between the two groups based on education and 
availability of resources. A majority of public affairs officers felt that the available 
education through the Defense Information School and other internal institutions was 
satisfactory overall, but was inadequate in terms of their current communications 
environment. Many public affairs officers also felt that the availability of resources, 
financial or otherwise, was minimal or less than satisfactory to conduct the public affairs 
mission. Both of these findings stand in contrast to the responses from the dominant 
coalition, with eight out of 10 indicating a high level of satisfaction with the current state 
of public affairs education and availability of resources.  
Grecken notes that the expectations and responsibilities of the Army public 
affairs branch are shared and appreciated by the branch as well as the dominant 
coalition by merit of those expectations and responsibilities being etched into policy. 
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How those expectations and responsibilities were prioritized or the attitude with which 
they were supported was one objective of this study and informs on the worldview of the 
participants from the dominant coalition.  
 While Grecken’s study doesn’t necessarily focus on job satisfaction, it does so in 
the periphery of its focus on organizational structure. The lack of a symmetrical culture 
and symmetrical communication and operating more as a mechanical, authoritative 
organization, the potential for low job satisfaction should understandably be higher, 
according to previous research. The opposite is demonstrated through an interview with 
a career Army public affairs officer. “Public Affairs currently enjoys the highest level of 
senior leader understanding and valuation that I have experienced in my 32 years in the 
Army.” While not valid in terms of scientific study, this quote offers a window into an 
aspect of job satisfaction that stands potentially juxtaposed to ideas currently held of 
non-military organizations, presenting an opportunity for future research.  
           The second inclusion under this literature review category is a study authored by 
Raja Samuel Selladurai (1993) analyzing factors affecting job satisfaction for directors 
of public relations. Selladurai conducted a comparative study of public relations 
directors from schools and businesses to better understand the extent of differences 
between the two aspects and to determine if age, gender, level of education, salary or 
length of employment had any deleterious or beneficial impact on employee 
satisfaction.  
           Selladurai used the Job Diagnostic Survey, (Hackman & Oldham, 1980) to 
indicate job satisfaction between the two aspects. After gathering obligatory 
demographical information, the survey was used to calculate general job satisfaction 
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and facets of satisfaction. The finale sample size consisted of a random sampling of 273 
public relations professionals who were actively engaged in the fields of education or 
business and resided or were employed in America. The return rate for school-based 
public relation managers was 76 percent, while the return rate for business-based 
managers was 72 percent.  
          The most pronounced differences between the aspects of school and business 
occurred around the categories of salary, staffing, education, experience and gender. 
While approximately 20 percent of school communication managers indicated the three 
middle tiers of salary as presented as options in the survey, 60 percent of corporate 
communications managers indicated the highest tier. Selladurai hypothesized that this 
might be due to the higher experience of the corporate managers (most of whom 
indicated 11 or more years in the profession) and that more than twice the number of 
corporate managers indicated accreditation through an administrative public relations 
body (12 percent of school managers indicated accreditation) such as PRSA.  
        While earning less, school managers reported enjoying more autonomy and more 
access to the dominate coalition than their corporate counterparts (76.7 percent to 48.5 
percent). The researcher hypothesized that this was due to the smaller organization 
inherent to education institutions, which also contributed to a smaller public relations 
workforce. The majority of school managers indicated having a workforce of one to two 
people, while the majority of corporate managers indicated to the opposite extreme. 
This higher level of autonomy was determined to be a factor in a greater organizational 
satisfaction in general for the school managers.  
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This study speaks to the findings of Grunig, et al., (1992) in that the smaller work 
environment of a school or educational institutional facilitated an environment that both 
allows autonomy and inclusion in terms of access to the dominate components of the 
organization. While the corporate managers enjoyed a much larger salary and 
workforce, these factors paled when placed next to those representative of a more 
symmetric, democratized organizational structure in terms of employee and 
organizational satisfaction. 
The final study for this section of the literature review comes from Larissa Grunig 
(1990), a member of the team of researchers that contributed to the Excellence Study 
and many of its related and continuing studies. Grunig’s study focuses specifically on 
the job satisfaction of public relations practitioners and more specifically boundary 
spanners, whom she notes are more likely to be public relations or marketing specialists 
by merit of relational aspect of the job.  
Grunig focuses on the organizational structure in terms of a comparative aspect 
to the results centering on job satisfaction. More specifically, she identified 
organizations based on their placement in accordance with the Hage-Hull organizational 
types, the definition of which can be found in one of Grunig’s earlier works (Schneider, 
1984).  
“Type 1, ‘traditional’ organizations, typically small-scale structures with low 
complexity; Type 2, ‘mechanical’ organizations that are large scale, low complexity 
structures employing many people; Type 3, ‘organic’ organizations that are small scale 
but characterized by high complexity and small numbers of employees; and Type 4, 
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mixed mechanical/organic groups that are large scale, high complexity operations 
employing many people.” (page 1) 
Grunig and a team of trained interviewers conducted surveys of the two highest 
ranking communicators from 48 organizations around the Washington, D.C., area. 
Eighty-seven public relations practitioners were interviewed in total, with the interviews 
lasting between one and two hours. The interviews consisting of several open-ended 
questions relating to participants’ experience and professionalism in relation to their job 
field and their place of employment to discover any underlying, unaccounted for 
variables. The bulk of the questions, also open ended, centered around the idea of job 
satisfaction.  
The questions concerning job satisfaction were coded according to a three-part 
scale of highly satisfied, somewhat satisfied and highly dissatisfied. The responses of 
51 percent of participants indicated the middle tier of this coding structure with the 
remaining participants split relatively evenly between the two extremes. When held 
against the organizational types presented by Hage-Hull, the results pointed to the 
mixed mechanical/organic type as having the highest job satisfaction rating among 
public relation participants. The remaining types experienced only slight differences in 
job satisfaction between the three of them.  
Grunig hypothesizes that the higher satisfaction rating associated with the mixed 
mechanical/organic type could be related to the findings present in the demographic 
information indicating the presence of more experienced and longer tenured 
professionals in the mixed type than the other three types. Through the interviews, 
Grunig also notes that participants expressed the most satisfaction when they were 
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busy, experiencing a variety of tasks, when those tasks were challenging, when those 
tasks contributed to society and if the position allowed for a more permanent placement.  
The two largest detractors to job satisfaction were found to be the ability to 
promote within the organization and a lack of staffing. Grunig found that sexism played 
a role in coloring these findings as women interviewed expressed an unavailability or an 
unlikelihood of receiving a promotion, affecting their job satisfaction. The remaining 
factors that were found to create dissatisfaction concerned low salary, small budget or 
perceived misuse of the department by the dominant coalition.  
While Grunig’s initial hypothesis of a higher job satisfaction attributed to larger-
scale organizations was borne out by the study, it was only found to be true of large-
scale organizations under the mixed mechanical/organic organizational type. Grunig 
further hyphenizes that because of the chaotic bureaucratic nature of the organic type 
and the more structured bureaucratic nature of the mechanical type, the mixed type 
satisfies both to create a more conducive environment and establishing a workplace 
that remained busy, with a variety of challenging work, facilitated creativity and 
innovation.  
Grunig argues the critical importance and relevancy of her study by stating that 
“fewer than one out of four interviewees was highly satisfied with work.” (page 14). She 
also points out that many of the factors contributing to job dissatisfaction were 
equivalent to immovable objects in the organizational sense. For most organizations, 
Grunig says, adding additional staff positions to the public relations department or 
changing the bureaucratic culture are as out of reach as it would be to ask society to 
completely stamp out sexism, which was identified as another factor contributing to job 
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dissatisfaction. In lieu of such monumental shifts, she offers a more manageable 
suggestion in the establishment of healthy boundaries. By allowing more departmental 
autonomy, which act “not as a corral, but as a preserve – creating a climate within which 
the public relations professional can thrive and grow.” (page 18) 
This recommendation is bolstered by the findings of the Excellent Study, which 
encourages a more symmetrical worldview and line of internal communication. By 
achieving this symmetry, an organization could see a rise in individual job satisfaction 
and a subsequent rise in organizational satisfaction.  
The professional orientation of the middle management component 
 Another factor mentioned by Grunig (1990) as affecting job satisfaction is the 
level of professional orientation achieved by participants. Professional orientation here 
refers to the level of education, training, experience and membership to communication-
related organizations such as PRSA or IABC. This finding is echoed by the Excellence 
Study (Grunig, Grunig & Dozier, 2002; Ehling,1992), which found that a factor 
contributing to communications excellence centered around the professional orientation 
of the department, which in turn also affects the extent to which the manager could 
function as an advisor to the CEO or the dominate coalition.  
 While the Excellence Study found that formal education is not an essential 
component to achieve communications excellence, that study also found it is a factor 
that contributes to the concept. However, when combined with other scholastically 
related variables that facilitate Grunig’s (1990) understanding of “professional 
orientation,” such as knowledge of two-way symmetrical/asymmetrical models in public 
relations, (Grunig, Grunig & Dozier, page 73) the excellence factor grows to something 
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more substantial. It’s on this understanding of professional orientation and its 
application to the managerial title that this section of the literature review will focus. 
 The first study examined under this focus comes from Dan Berkowitz and Ilias 
Hristodoulakis (2009). The study builds on the work of Dozier by examining the 
perceptions of public relations and public relations roles held by those engaged in public 
relations education and those experiencing it through professional socialization. 
Berowitz & Hristodoulakis sought to understand how student and professional 
practitioners view their job field and identify where, if anywhere, divergent perspectives 
occur and from which of these groups they occur.  
Berowitz & Hristodoulakis note that previous studies have “focused on actual 
activities rather than a person’s idealized role activities,” (page 7) which is to say that in 
previous studies (Dozier, 1992) the titles of manager and technician were identified in 
relation to tasks which were determined to fall within the responsibilities of one of these 
titles, thereby better defining the title.  
 To facilitate the study, members of PRSA and PRSSA volunteered to participate 
in a mailed, four-page questionnaire. In total, 48 students and 42 practitioners indicated 
their participation by returning the completed questionnaires. Questions enclosed 
requested demographical information and opinions on roles as they applied to public 
relations. These opinions were indicated using a +5/-5 agree-disagree scale over 13 
role-related questions.  
 Participants were broken into two clusters, with 53 participants in one cluster and 
37 in the other. Student participants were split evenly between the two clusters with 24 
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in each. Practitioner participants made up 69 percent (29 participants) of the population 
for cluster one.  
 Overall, the findings bore out an agreement between students and practitioners 
concerning the purpose of public relations, but contrasted in terms of achieving it. 
Cluster one, populated predominately by practitioners was found to identify the 
managerial role in relation to accomplishing public relations goals, while cluster two, 
with the majority student population identified a more technical perspective, raising the 
hypothesis that the managerial role is more readily identified through work experience 
than through formal education, despite the formal education being identified by both 
groups as integral to management orientation.  
 Additionally, while work-place socialization was found to create a diversity of 
opinions concerning public relations roles and practices, formal education was found to 
have a “homogenizing” (page 11) effect in terms of how such aspects are perceived and 
understood.  
 The key element relevant to this literature concerns the consensus of education 
being an attribute of the managerial role. With the majority of student participants 
identifying the technical aspect of public relations, the proposal of formal education in 
combination with work experience is suggested as the idealized path to identifying and 
achieving the managerial role through the professional orientation identified by Grunig 
(1990). Berowitz & Hristodoulakis further offer that the managerial role has a crucial 
internal responsibility. “Only by educating CEOs and the dominant coalitions of 
organizations on what public relations is and what it can offer to an organization can 
practitioners lift public relations to a strategic level.” (page 12) 
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 In the next study, Dozier and Broom (1995) examine the public relations 
managerial role over a period of 12 years, from 1979 to 1991. The importance and 
identification of roles in public relations is a concept championed by Dozier (Broom & 
Dozier, 1986; Dozier, 1992; Lauzen & Dozier, 1992), who identified the roles of Expert 
Prescriber, Communication Facilitator and Problem-Solving Process Facilitator as being 
roles indicative of the managerial title (Dozier, Grunig & Grunig, 1995). Dozier and 
Bloom work within this field of research to determine some of its evolutionary roots in 
terms of gender, professional experience and education.  
 In 1979, Broom (1982) conducted a survey of 815 PRSA members concerning 
public relations roles and received a response rate of 56 percent (458 participants). In 
1991, Dozier & Broom conducted a follow up survey with 692 members of the IABC and 
PRSA, receiving a response rate of 49 percent (135 participants from IABC, 207 
participants from PRSA). The survey questions revolved around attributes that either 
contributed to the managerial role or the technical role of public relations. For the 
education portion, participants were asked what level of education (high school and 
beyond) that they’d achieved.  
 While the findings almost exclusively focused on the gender aspect, the portion 
most relevant to the subject of this literature review found education to be an aspect that 
while relevant to the managerial role in theory, wasn’t found to be “generalized at a 95 
percent level of confidence” according to the 1971 study to much the same extent as 
indicated in the 1991 study. Dozier & Broom note that the Excellence Study made 
education a central component to communications excellence and while their study 
didn’t particularly focus on public relations education specifically, additional studies 
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should make that specification a part of future research.  
 Despite having not specified public relations in their study, general education still 
scored relatively high in Dozier & Bloom’s findings, though not high enough to make a 
meaningful linkage to the managerial role. However, the other aspects of professional 
orientation – experience and training – were found to play essential parts in the 
establishment of the managerial role.   
 The final inclusion on this subject centers around the idea of organizational 
encroachment as it applied to public relations. Encroachment in this instance is 
described as the moment when professionals from another organizational aspect (law, 
marketing, engineering, etc.) reduce the public relations aspect to a degree that they 
their role as trusted advisor is either diminished or their voice is replaced entirely by 
another aspect. Or as Lauzen puts it, “the assignment of nonpublic relations 
professionals to manage the public relations function.” (page 1) In her study, Martha 
Lauzen (1992) posits that encroachment is not the fault of the organization or the 
encroaching elements, but rather a failing of public relations practitioners. Lauzen 
examines the role of public relations in organizations as well as the level of competency 
exhibited by public relations practitioners to determine the paths to public relations 
management, the organizational public relations schema and the likelihood of 
encroachment.  
 To make this determination, 390 surveys were mailed to public relations 
managers in the U.S., resulting in a 43 percent response rate (166 participants). Lauzen 
explains that this low rate of return could be a product of the length of the eight-page 
questionnaire or due to the workload associated with the job titles of which she was 
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inquiring. Despite this limitation, the study overall earned a Cronbach reliability 
coefficient .85, which, while not excellent still falls above acceptable in terms of 
consistency. 
 The findings concerning the public relations manager role demonstrated that the 
strongest element in establishing a manager was Manager Role Aspirations (.28), which 
doubled the results indicating Manager Role Competencies (.14) as the path to 
Manager Role Enacted. Manager Role Competencies was found to be the only path of 
the two to affect the Powerful Public Relations Schema aspect. Both the Powerful Public 
Relations Schema and the Manager Role Enacted aspects contributed to a model that 
lessened the instance and impact of encroachment.  
 From the findings, Lauzen determined that there were four elements (page 17) to 
building an effective and influential public relations department:  
1. The most senior practitioner in the organization must be psychologically 
predisposed to finding managerial activities attractive. Practitioners must aspire 
to the managerial role. 
2. The most senior practitioner in the organization must possess the behavioral 
skills necessary to engage in those activities that constitute the public relations 
manager role. Practitioners must have the competencies necessary to enact the 
manager role. 
3. The most senior practitioner in the organization must believe that public relations 
is a powerful organizational function. 
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4. The most senior practitioner in the organization must display enduring, powerful 
patterns of individual behavior in organizations. The most senior practitioners 
must follow through with the manager role.  
For the purpose of this literature review, number two is the relevant. Lauzen makes 
clear that her definition of competencies revolves around the idea of behavior skills 
which, according to her are “skills are acquired through education and experience, and 
they include knowledge of and experience with strategic planning and issues 
management.” (page 7). In the results of her study, Lauzen is speaking directly to 
professional orientation, albeit, using the term competencies to communicate the same 
values. She identified training, experience, knowledge, but also added more qualitative 
factors such as aspiration to the post and belief in relation to the power and capability of 
the public relations element. Where this study is focused on the more immediately 
measurable qualities associated with this concept, perhaps future research need focus 
on these, less tangible attributes.  
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Chapter III: Methodology 
 
Introduction 
 The purpose of this study is to better understand the middle-management 
component of the Coast Guard’s public affairs in relation to the findings of the 
Excellence Study. To that end, the researcher has segmented this purpose into three 
related and measureable research topics: 
1. The role and responsibilities of the public relations manager 
2. The job satisfaction of the public relations manager 
3. The professional orientation of the public relations manager 
Each of these research categories was individually identified in the literature 
review contained in the previous chapter. 
Background 
The researcher found that, according to the Excellence Study, the roles of the 
manager are informed by the responsibilities she/he assumes, while more product-
centric responsibilities informed more technical roles. Dozier, et al., (1995) found that 
the responsibilities that are most indicative of the managerial title are Expert Prescriber, 
Communication Facilitator and Problem-Solving Process Facilitator. Each of these roles 
have been observed to be separate from the technical title and more relevant to the 
interests of the dominant coalition.  
The aspect of job satisfaction was identified as being a key element supporting 
organizational satisfaction along with organizational structure and system of 
communication. Studies (Grunig, Grunig & Dozier, 2002; Grunig & White, 1992; Grunig 
& Jaaninen, 1999) found that an asymmetrical worldview and communication model 
Methodology 42 
was indicative of a more authoritative, mechanical organization, which was not found to 
be conducive to a higher level of job satisfaction, possibly resulting in absenteeism, 
health (mental and physical) concerns and lower organizational commitment.  
The last aspect researched in the literature review concerned professional 
orientation, which previously stated studies (Grunig, 1990; Grunig, Grunig & Dozier, 
2002; Ehling,1992) described as being measurement of a practitioner’s education, 
training, experience and communication-related organizations. Professional orientation 
was also credited as being a key element in determining the likelihood of a manager 
transitioning to a trusted advisor role and a factor in determining an organization’s 
overall communication excellence. 
Materials and participants 
To determine the relation of these categories to the middle-management 
component of Coast Guard communicators, this study examined two sexennially 
distributed Public Affairs Specialist Occupational Analysis Reports from 2009 and 2015. 
These surveys are conducted to capture data from enlisted participants of every rank in 
the public affairs program. The findings from the survey are then analyzed for possible 
recommendations to refining rate-specific qualifications and internal training.  
The survey is distributed through the Coast Guard’s proprietary email system to 
all 76 active duty public affairs specialists of all ranks therein. The focus of the survey 
centers around five points of inquiry: 
1. Demographics – to include years of service in the Coast Guard, rank and unit 
assignment. 
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2. Task Inventory – participants chose from a list of 49 tasks to indicate which 
they perform or are responsible for in their current rank or billet assignment.  
3. Job Satisfaction – in regard to working conditions, interactions with others, 
and career opportunities/aspirations. 
4. Career Intentions – to indicate participant’s career intentions over time, from 
the beginning of their career to the time of the survey. 
5. Member Comments – open-ended questions, noting any specific concerns 
held by participants. The results of this section were sent to the enlisted head 
of the public affairs program and are not enclosed here as they may 
potentially contain information that could be used to personally identify 
participants. 
Of the 96 active duty, enlisted public affairs specialists making up the 
researchable population of the 2009 survey, 74 responded to the survey by the 
deadline given, allowing for a 76 percent return rate. In regard to the 2015 
survey, a total population of 76 was observed, with 65 participants completing 
and returning the survey by the deadline, facilitating an 86 percent return rate. 
For return rate by rank, see figure 1.  
 
Total	 Respondents Percent
42/25 35/21 83/84
18/20 13/17 72/85
19/16 13/12 68/75
14/10 9/10 64/100
2/3 2/3 100/100
1/2 1/2 100/100
E-8
E-9
Return	Rate	by	Pay	Grade	2009/2015
Pay	Grade
E-4
E-5
E-6
E-7
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Figure 1 
 
 The results were analyzed by calculating the number of participants to indicate 
their execution or responsibility of a task and the frequency with which they perform the 
task. This calculation is quantified as a percent.  
Measurement instruments 
 While the original intent of these surveys was to determine the workload unique 
to each rank and to amend testing materials and test questions accordingly, this study 
seeks to analyze the same information against the findings of the Excellence Study in 
regard to the roles of a public relations manager, criteria inherent to job satisfaction and 
the professional orientation typified of public relations management. The understanding 
of each of these elements will function as the measurement instruments for the study. 
To accomplish this analysis, the researcher will focus on the results specified by the E-
6, E-7 and E-8 ranks, which function as the middle-management component for the 
public affairs program. The tasks will be compared and their attached participation rates 
and will be compared against the definition of each of roles stated by Dozier, Grunig 
and Grunig (2013) to determine which role or roles most defines the component in 
Chapter V. In the precipitating chapter, the results will bear out against the stated 
occupational descriptors of each rank as published by the Coast Guard Public Affairs 
Program. 
 In much the same manner, job satisfaction ratings will assist in understanding the 
organizational type and structure, giving insight into the excellence of the organization 
and what place this element fulfills in the organization. The professional orientation 
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aspect will be examined to better understand its benefit to the component and relation 
to communication excellence. 
Summary 
 The data, having already been collected, will be analyzed against the findings of 
the Excellence Study and secondary studies falling into the orbit of this primary source. 
The comparative elements will include the roles of public relations managers, criteria for 
job satisfaction in the public relations field and the concept of professional orientation. 
These elements will provide the measurement instrument by which the researcher will 
make observations after the excellence of the Coast Guard’s public affairs middle-
management component, the organizational structure of the Coast Guard and the Coast 
Guard’s public affairs program as a whole.   
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Chapter IV: Results 
 
Introduction 
 This chapter of the thesis examines the results from the two most recent Coast 
Guard occupational surveys, synthesizing the results to focus on the public affairs 
middle management component in order to more thoroughly compare them to findings 
of the Excellence Study in the precipitating chapter.   
 The Results section takes the data from occupational surveys conducted in 2009 
and 2015 (Appendix A and B, respectively) and isolates that which pertains to the ranks 
most relevant to the concept of middle management, referred to here and henceforth as 
the designated component. Those ranks include E-6, E-7 and E-8. With these findings 
identified and highlighted, the researcher further broke down the data to identify the 
following three research topics: 
1. The role and responsibilities of the public relations manager 
2. The job satisfaction of the public relations manager 
3. The professional orientation of the public relations manager 
After isolating these specific data points related to these research topics, the 
findings will be compared and contrasted with the findings of the Excellence Study in 
the subsequent chapter to assist in inferring the identity of the middle-management 
component as a means of offering insight into its function and recommendations for its 
further research.  
Role and Responsibilities 
 The initial section of the Results chapter focuses on the roles and responsibilities 
in which Coast Guard middle managers specified a level of involvement. The results of 
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the survey calculated these results as percentages in terms of the relevancy of the 
indicated role or responsibility. These percentages provide a picture of the operational 
obligations for the designated component as well as give perspective of the 
standardization efforts of the Public Affairs Program and its effect on the designated 
component. Using these data as a basis for inference, the researcher will compare the 
results to those of the Excellence Study in the next chapter.  
 First, the roles and responsibilities indicated in the survey are divided into 
managerial and technical roles and responsibilities by the researcher. Managerial roles 
and responsibilities are identified by the job descriptions as written and published by the 
Coast Guard Public Affairs Program. These roles were identified according to the tasks 
of communication facilitation, personnel supervision, community relations, crisis 
management, process and policy influence as well as relationship-building qualities. 
The same method was utilized in relation to the 2015 survey, which while similar to the 
2009 survey, contained a few new submissions and altered wordings.  
This section was examined to identify the elements of the communication 
manager role present in the middle-management component. The remainder of roles 
and responsibilities were found to fall into the technical role.  
 
 
2009	Survey	Results	
Participants	 13	 10	 2	
Tasks	 E-6	 E-7	 E-8	
Arrange	media	visits	 92	 60	 100	
Assemble	a	press	pack	 92	 40	 100	
Establish	ground	rules	for	the	media	 85	 60	 100	
Facilitate	a	media	visit	as	a	Public	Affairs	escort	 92	 50	 50	
Identify	subject	matter	experts	for	media	responses	 85	 80	 100	
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Participate	in	off-camera	media	interviews	 85	 90	 100	
Participate	in	on-camera	media	interviews	 85	 90	 100	
Prepare	a	Coast	Guard	spokesperson	for	a	media	interview	 92	 80	 100	
Coordinate	artist	visits	 46	 20	 0	
Reconnoiter	a	site	for	press	conferences	 69	 60	 100	
Review	a	news	release	for	SAPP	 85	 90	 100	
Serve	as	Assistant	Information	Officer	in	a	Joint	Information	
Center	 54	 80	 100	
Visit	local	media	outlets	within	your	AOR	 85	 70	 100	
Write	a	feature	story	 77	 70	 100	
Write	a	hometown	news	release	 77	 10	 50	
Write	a	media	advisory	 92	 60	 100	
Write	a	narrative	for	multi-media	production	 62	 10	 50	
Write	a	news	feature	 92	 20	 50	
Write	a	news	release	 92	 60	 50	
Write	a	photo	caption	 100	 40	 50	
Write	a	photo	feature	 92	 10	 50	
Write	a	public	service	announcement	 8	 30	 0	
Write	a	public	service	award	 8	 30	 0	
Write	a	radio	beeper	 31	 20	 0	
Write	a	video	caption	 85	 10	 50	
Write	an	audio	file	caption	 77	 10	 50	
Activate	a	crisis	response	web	site	 54	 70	 50	
Create	media	distribution	list	 77	 60	 50	
Create	multi-media	hyperlink	on	a	web	site	 92	 50	 100	
Distribute	audio	file	electronically	 85	 60	 50	
Distribute	photo	file	electronically	 100	 60	 50	
Coordinate	media	embeds	 92	 40	 100	
Distribute	video	file	electronically	 92	 60	 50	
Format	a	508	compliant	web	page	 54	 40	 50	
Arrange	an	editorial	board	 46	 50	 100	
Arrange	a	press	pool	 77	 60	 100	
Coordinate	a	media	production	project	 77	 60	 100	
Coordinate	news	briefings	 85	 60	 100	
Coordinate	news	conferences	 85	 50	 100	
Create	a	Public	Affairs	Guidance	document	 77	 70	 100	
Develop	background	information	 92	 70	 100	
Develop	command	messages	 92	 70	 100	
Develop	responses	to	queries	 100	 80	 100	
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Develop	talking	points	 92	 80	 100	
Develop	questions	and	answers	 92	 80	 100	
Establish	a	Joint	Information	Center	 77	 70	 100	
Generate	an	activity	report	from	a	crisis	news	site	 39	 60	 100	
Assess	Coast	Guard	related	media	coverage	 100	 90	 100	
Provide	public	affairs	guidance	to	CG	units	 85	 90	 100	
Localize	published	information	 77	 70	 100	
Localize	a	national	campaign	 69	 60	 100	
Moderate	media	during	a	VIP	visit	 69	 60	 50	
Release	information	in	coordination	with	multiple	agencies	 85	 80	 100	
Manage	requests	for	CG	participation	in	community	events	 62	 50	 50	
Moderate	a	press	conference	 70	 50	 100	
Coordinate	release	of	imagery	from	units	within	AOR	 85	 60	 100	
Manage	Public	Affairs	photo	archives	 54	 60	 0	
Manage	Public	Affairs	training	for	units	within	your	AOR	 62	 60	 50	
Manage	Public	Affairs	video	archives	 69	 50	 0	
Update	Public	Affairs	annex	(F)	of	the	unit	SOP	 54	 60	 100	
Update	Public	Affairs	Office	internal	SOP	 69	 80	 100	
Prepare	a	daily	electronic	news	gathering	report	 92	 10	 0	
Produce	media	assessment	report	 69	 50	 0	
Produce	video	imagery	in	different	formats	 85	 60	 50	
Administer	a	speaker's	bureau	 31	 20	 0	
Arrange	loan	of	service	art	 23	 40	 0	
Coordinate	a	media	visit	to	a	CG	unit	 92	 50	 100	
Coordinate	loan	of	static	display	 23	 30	 0	
Develop	a	communication	plan	for	a	Public	Affairs	event	 77	 80	 100	
Maintain	a	unit	public	affairs	contact	list	within	your	AOR	 77	 50	 50	
Maintain	deployable	Public	Affairs	response	kit	 77	 50	 50	
Maintain	historical	file	on	major	incidents	 77	 20	 0	
Maintain	Public	Affairs	photo	archives	 77	 40	 0	
Maintain	Public	Affairs	video	archives	 77	 40	 0	
Market	a	feature	story	 85	 40	 50	
Market	a	hometown	news	release	 77	 10	 50	
Market	a	media	advisory	 85	 30	 50	
Market	a	news	release	 85	 30	 50	
Market	multi-media	 77	 40	 50	
Provide	Public	Affairs	training	for	units	within	your	AOR	 69	 80	 50	
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2015	Survey	Results	
Participants	 10	 10	 2	
Tasks	 E-6	 E-7	 E-8	
Copy	edit	material	written	by	non-public	affairs	personnel	 90	 100	 100	
Copy	edit	written	material	 90	 100	 100	
Draft	a	feature	story	 80	 50	 50	
Draft	a	news	release	 80	 80	 50	
Produce	a	news	release	 80	 80	 50	
Release	content	on	social	media	 100	 80	 50	
Verify	social	media	content	 100	 80	 100	
Administer	an	official	CG	unit	social	media	site	 80	 80	 50	
Create	a	Coast	Guard	web	page	within	the	.mil	domain	 0	 0	 0	
Edit	a	video	production	 90	 90	 100	
Draft	a	Communication	Action	Plan	 70	 90	 100	
Review	written	material	for	peers	 90	 90	 100	
Supervise	a	video	project	 90	 80	 100	
Instruct	personnel	on	transmission	of	multimedia	 90	 100	 100	
Analyze	media	coverage	 80	 100	 50	
Provide	a	formal	briefing	 60	 100	 100	
Assist	with	initial	public	affairs	support	during	an	incident	 80	 80	 50	
Advise	a	unit	commander	on	a	public	affairs	issue	 80	 100	 50	
Coordinate	a	media	briefing	 80	 100	 50	
Coordinate	a	media	pool	 80	 80	 50	
Facilitate	an	editorial	board	 50	 70	 0	
Produce	a	media	engagement	plan	 70	 90	 50	
Produce	Public	Affairs	Guidance	 70	 90	 100	
Verify	social	media	content	 100	 80	 100	
Coordinate	the	transmission	of	multimedia	products	from	a	
remote	location	 70	 70	 100	
Inspect	unit	web	pages	within	AOR	 70	 60	 100	
Supervise	a	preservation	of	Coast	Guard	communication	
products	 80	 70	 100	
Coordinate	the	release	of	information	 80	 100	 100	
Recommend	changes	to	a	unit's	SOP	 90	 90	 100	
Respond	to	a	public	inquiry	 100	 90	 100	
Coordinate	Coast	Guard	participation	in	a	public	event	 70	 90	 50	
Edit	multimedia	content	 100	 90	 50	
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Inspect	unit	web	pages	within	AOR	 70	 60	 100	
Product	a	photo	illustration	 60	 80	 100	
Produce	photographs	 80	 90	 100	
Produce	video	b-roll	 70	 60	 100	
Release	multimedia	 90	 90	 100	
Complete	a	media	interview	 80	 100	 50	
Facilitate	a	news	media	embarkation	 80	 100	 50	
Pitch	a	story	idea	 80	 100	 50	
Prepare	a	Coast	Guard	spokesperson	for	a	media	interview	 80	 100	 50	
Prepare	a	media	information	pack	 70	 100	 50	
Respond	to	a	media	inquiry	 90	 100	 50	
Support	a	news	briefing	 70	 100	 50	
Visit	a	media	outlet	 70	 90	 50	
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The findings of the 2009 survey demonstrate a managerial cleft between the 
participation of E-7s and the E-6/E-8 components. E-8s indicated that they participate or 
are responsible for most of the managerial areas by responding with 100% in 19 of the 
25 tasks. Similarly, E-6s indicated a higher level of participation or responsibility than E-
7s in 19 of the 25 areas, 11 of which met or exceeded the 80% mark. In the six areas 
where E-7 participation was found to be greater than E-6 participation were tasks that 
concerned updates to policy, archiving photographs, creating online activity reports 
during a crisis, providing public affairs guidance to individual commands and 
arrangement of an editorial board.  
The results of the 2015 survey demonstrate similar findings in relation to the 
responsibilities of E-8s. In this instance, E-8s indicated 100% participation in 12 of the 
19 identified managerial tasks. The level of participation among E-6s was notably higher 
overall than in 2009 with the majority of tasks (11 of the 19) seeing a participation rate 
of 80% or higher. The most striking raw statistical progression from the 2009 to the 
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2015 survey is reflected in a shift in the overall participation rates of E-7 respondents, 
which saw a participation rate of 80% or higher in 15 of the 19 tasks.  
 To bring a finer a point to this data, the researcher will examine the findings of 
both studies against the job descriptions for each rank as provided by the Coast Guard 
Public Affairs Program.  
“PA1: Able to perform the duties required for PA2; supervises operation of a district 
office; arranges a press pool; acts as representative of the Coast Guard to the 
community; prepares talking points and incorporates them into communications plans; 
coordinates the release of information to federal, state, and local agencies; coordinates 
news briefings; conducts public affairs training programs; coordinates how public affairs 
programs interact with the media; drafts, generates, or updates crisis communication 
plans; evaluates and measures the effectiveness of media coverage and public 
relations efforts; establishes the tempo of community service and relations; creates 
content across media platforms; edits service-wide information and social media 
content; and supervises personnel.” (Guide to the Evaluation…,2016) 
 The PA1 or E-6 job description involves technical and managerial elements. An 
E-6 is responsible for the strategic aspects such as talking-point preparation, 
instructional responsibilities in the preparation of training programs, relational 
responsibilities in the coordination of informational releases and then technical 
responsibilities by overseeing the efforts of E-4s and E-5s.  
According to the 2009 survey, the seven tasks that garnered the highest level of 
participation included: 
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Most-participatory	Managerial	Tasks		
(2009,	E-6)	
Tasks	 Rate	of	Participation	
Assess	Coast	Guard	related	media	coverage	 100	
Develop	responses	to	queries	 100	
Prepare	a	daily	electronic	news	gathering	report	 92	
Develop	talking	points	 92	
Develop	questions	and	answers	 92	
Develop	background	information	 92	
Develop	command	messages	 92	
 
Figure 3 
 
According to the same survey, the six tasks that garnered the lowest level of 
participation included: 
 
Least-participatory	Managerial	Tasks		
(2009,	E-6)	
Tasks	
Rate	of	
Participation	
Generate	an	activity	report	from	a	crisis	news	site	 39	
Arrange	an	editorial	board	 46	
Update	Public	Affairs	annex	(F)	of	the	unit	SOP	 54	
Manage	Public	Affairs	photo	archives	 54	
Manage	requests	for	CG	participation	in	community	
events	 62	
Manage	Public	Affairs	training	for	units	within	your	AOR	 62	
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These findings indicate a strong direction towards coordinating “how public 
affairs programs interact with the media” (Guide to the Evaluation…,2016) in terms of 
strategic messaging, but doesn’t speak to the more relational, instructional or 
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supervisory responsibilities communicated in the job description. In this regard, the 
2015 survey varies from the 2009 survey.  
According to the 2015 survey the 11 tasks that garnered the highest level of 
participation (Between 80 and 100 percent) among E-6s included: 
 
Most-participatory	Managerial	Tasks		
(2015,	E-6)	
Tasks	 Rate	of	Participation	
Verify	social	media	content	 100	
Recommend	changes	to	a	unit's	SOP	 90	
Review	written	material	for	peers	 90	
Supervise	a	video	project	 90	
Instruct	personnel	on	transmission	of	multimedia	 90	
Analyze	media	coverage	 80	
Coordinate	a	media	briefing	 80	
Coordinate	a	media	pool	 80	
Coordinate	the	release	of	information	 80	
Supervise	a	preservation	of	Coast	Guard	
communication	products	 80	
Advise	a	unit	commander	on	a	public	affairs	issue	 80	
  
Figure 5 
 
According to the same survey, the eight tasks (six-way tie for third place) that 
garnered the lowest level of participation (between 50 and 70 percent) among E-6s 
included: 
 
Least-participatory	Managerial	Tasks		
(2015,	E-6)	
Tasks	
Rate	of	
Participation	
Facilitate	an	editorial	board	 50	
Provide	a	formal	briefing	 60	
Results 55 
Draft	a	Communication	Action	Plan	 70	
Produce	a	media	engagement	plan	 70	
Produce	Public	Affairs	Guidance	 70	
Coordinate	the	transmission	of	multimedia	products	
from	a	remote	location	 70	
Inspect	unit	web	pages	within	AOR	 70	
Coordinate	Coast	Guard	participation	in	a	public	
event	 70	
  
Figure 6 
 
This survey speaks to more instructional and supervisory roles as indicated by 
the majority of tasks that earned the highest participation ratings. The fifth inclusion on 
this list highlights a shift in responsibilities from 2009 that sees E-6s demonstrating 
more influence in terms of unit policy. The list of lower-level participatory tasks 
highlights a rough outline to the limitations of the E-6’s consultancy and authority in 
strategic planning.  
“PAC: Able to perform the duties required for PA1; performs the duties of Assistant 
Information Officer in a Joint Information Center; serves as assistant public affairs 
officer; manages a public affairs office; coordinates interagency activities; coordinates 
news conferences; manages unit public affairs training; tailors programs to operational 
pace of specific detachments; surveys and analyzes the public opinion/pulse of the 
community and community groups; evaluates various media and determines how to 
influence them; manages human resources; and prepares budgets.” (Guide to the 
Evaluation…,2016) 
The job description for PAC or E-7 builds off of that of the E-6. Where the E-6 
conducts, the E-7 coordinates and where the E-6 coordinates, the E-7 strategizes. The 
best example of this dynamic is evident in training obligation, which the E-6 job 
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description calls for those included to “conduct” that responsibility where the E-7 job 
description illustrates the E-7 “manages” the effort. The word “assistant” is used twice in 
the description inferring that the E-7 is closer to the center of the definition of middle 
management than the other two designated components.  
According to the 2009 survey, the 11 tasks that garnered the highest level of 
participation (90-80 percent) among E-7s included: 
 
Most-participatory	Managerial	Tasks		
(2009,	E-7)	
Tasks	
Rate	of	
Participation	
Assess	Coast	Guard	related	media	coverage	 90	
Provide	public	affairs	guidance	to	CG	units	 90	
Develop	responses	to	queries	 80	
Develop	talking	points	 80	
Develop	questions	and	answers	 80	
Release	information	in	coordination	with	multiple	
agencies	 80	
Update	Public	Affairs	Office	internal	SOP	 80	
Create	a	Public	Affairs	Guidance	document	 70	
Develop	background	information	 70	
Develop	command	messages	 70	
Establish	a	Joint	Information	Center	 70	
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According to the same survey, the 10 tasks that garnered the lowest level of 
participation (10-50 percent) among E-7s included: 
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Least-participatory	Managerial	Tasks		
(2009,	E-7)	
Tasks	
Rate	of	
Participation	
Prepare	a	daily	electronic	news	gathering	report	 10	
Arrange	an	editorial	board	 50	
Produce	media	assessment	report	 50	
Manage	Public	Affairs	video	archives	 50	
Moderate	a	press	conference	 50	
Manage	requests	for	CG	participation	in	community	events	 50	
Coordinate	news	conferences	 50	
Update	Public	Affairs	annex	(F)	of	the	unit	SOP	 60	
Moderate	media	during	a	VIP	visit	 60	
Coordinate	release	of	imagery	from	units	within	AOR	 60	
Manage	Public	Affairs	photo	archives	 60	
Manage	Public	Affairs	training	for	units	within	your	AOR	 60	
Arrange	a	press	pool	 60	
Coordinate	a	media	production	project	 60	
Coordinate	news	briefings	 60	
Generate	an	activity	report	from	a	crisis	news	site	 60	
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The 2009 survey demonstrates a more diverse level of participation among E-7s 
than was exemplified by E-6s. The tasks E-7 participants indicated in 2009 include 
policy moderation, media evaluation, strategic communications as well as a role as a 
trusted advisor among unit commanders. A few of these tasks overlap with tasks E-6s 
indicated. The results didn’t indicate whether this operational overlap was due to 
collaboration between the two components or for other possible reasons.  
The least participatory tasks demonstrate as equal a diversity as those with the 
highest such rates, though both E-6s or E-7s have a seemingly low level of participation 
in regard to coordinating involvement in community events despite community outreach 
being indicated in their job descriptions.  
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While assessing Coast Guard media coverage was found to be one of the more 
unanimously participatory tasks, producing a media assessment report was found to be 
the least participatory tasks at 10 percent. Whether the results from this assessment are 
compiled or communicated in a different fashion is not addressed by the survey.  
According to the 2015 survey the 12 tasks that garnered the highest level of 
participation (Between 90 and 100 percent) among E-7s included: 
 
Most-participatory	Managerial	Tasks		
(2015,	E-7)	
Tasks	
Rate	of	
Participation	
Instruct	personnel	on	transmission	of	multimedia	 100	
Provide	a	formal	briefing	 100	
Analyze	media	coverage	 100	
Coordinate	a	media	briefing	 100	
Coordinate	the	release	of	information	 100	
Advise	a	unit	commander	on	a	public	affairs	issue	 100	
Recommend	changes	to	a	unit's	SOP	 90	
Draft	a	Communication	Action	Plan	 90	
Review	written	material	for	peers	 90	
Produce	a	media	engagement	plan	 90	
Produce	Public	Affairs	Guidance	 90	
Coordinate	Coast	Guard	participation	in	a	public	event	 90	
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According to the same survey, the seven tasks that garnered the lowest level of 
participation (between 60 and 80 percent) among E-7s included: 
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Least-participatory	Managerial	Tasks		
(2015,	E-7)	
Tasks	
Rate	of	
Participation	
Inspect	unit	web	pages	within	AOR	 60	
Supervise	a	preservation	of	Coast	Guard	
communication	products	 70	
Coordinate	the	transmission	of	multimedia	
products	from	a	remote	location	 70	
Facilitate	an	editorial	board	 70	
Supervise	a	video	project	 80	
Coordinate	a	media	pool	 80	
Verify	social	media	content	 80	
 
Figure 10 
  
 The 2015 survey indicates a turnaround in rates of participation to include six 
tasks that garnered 100% participation. The tasks with the lowest participation rates 
focused on technical aspects such as website inspection and multimedia transmission 
from a remote location.  
The job description for the E-7 is broad and while many of the factors detailed in 
the description addressed in the survey, others (research of publics, budgetary 
responsibilities and services rendered as the assistant public affairs office) are not 
addressed.  
“PACS: Able to perform the duties required for PAC; develops and manages projects; 
coordinates the movement of personnel; provides subordinates with career promotion 
plans; organizes, directs, and coordinates instructional and training programs; reviews 
and analyzes public opinion news media content focusing on community groups; 
provides mentoring and training; helps coordinate messaging about Coast Guard brand; 
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manages external production contracts; and establishes media influence plans.” (Guide 
to the Evaluation…,2016) 
 According to the job description, the E-8 is closer to the executive-level 
communicator by merit of being the component tasked with being the developer and 
manager of projects. This tab as the upper-middle manager is further apparent by the 
stated responsibility associated with the “Coast Guard brand” in the job description. 
With so few participants billeted for the E-8 rank, the results from the 2009 and 2015 
surveys demonstrated a high level of agreement among participants.  
According to the 2009 survey, the 20 tasks that garnered the highest level of 
participation (100 percent) included: 
 
Most	-participatory	Managerial	Tasks		
(2009,	E-8)	
Tasks	
Rate	of	
Participation	
Arrange	an	editorial	board	 100	
Arrange	a	press	pool	 100	
Assess	Coast	Guard	related	media	coverage	 100	
Coordinate	a	media	production	project	 100	
Coordinate	news	briefings	 100	
Coordinate	news	conferences	 100	
Create	a	Public	Affairs	Guidance	document	 100	
Develop	background	information	 100	
Develop	command	messages	 100	
Develop	responses	to	queries	 100	
Develop	talking	points	 100	
Develop	questions	and	answers	 100	
Establish	a	Joint	Information	Center	 100	
Release	information	in	coordination	with	multiple	agencies	 100	
Generate	an	activity	report	from	a	crisis	news	site	 100	
Provide	public	affairs	guidance	to	CG	units	 100	
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Moderate	a	press	conference	 100	
Coordinate	release	of	imagery	from	units	within	AOR	 100	
Update	Public	Affairs	annex	(F)	of	the	unit	SOP	 100	
Update	Public	Affairs	Office	internal	SOP	 100	
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According to the same survey, the four tasks that garnered the lowest level of 
participation (0 to 50 percent) included: 
 
Least-participatory	Managerial	Tasks		
(2015,	E-8)	
Tasks	
Rate	of	
Participation	
Manage	Public	Affairs	photo	archives	 0	
Manage	Public	Affairs	video	archives	 0	
Prepare	a	daily	electronic	news	gathering	report	 0	
Produce	media	assessment	report	 0	
Manage	requests	for	CG	participation	in	community	events	 50	
Moderate	media	during	a	VIP	visit	 50	
Manage	Public	Affairs	training	for	units	within	your	AOR	 50	
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The 2009 findings demonstrate the E-8 engaging in tasks which overlap with 
those E-6 and E-7 participants identified in the same survey. The level of participation in 
more strategic-focused tasks exemplifies the upper-management role inferred in the job 
description. The tasks with the lowest participation rates involved largely administrative 
tasks, such as imagery archiving and news clip gathering/reporting. There is a noted 
absence of tasks associated with career counseling for subordinates in the survey, 
which is mentioned in two different places within the job description.  
According to the 2015 survey, the 12 tasks that garnered the highest level of 
participation (100 percent) included: 
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Most	-participatory	Managerial	Tasks		
(2015,	E-8)	
Tasks	
Rate	of	
Participation	
Recommend	changes	to	a	unit's	SOP	 100	
Draft	a	Communication	Action	Plan	 100	
Review	written	material	for	peers	 100	
Supervise	a	video	project	 100	
Instruct	personnel	on	transmission	of	
multimedia	 100	
Provide	a	formal	briefing	 100	
Coordinate	the	release	of	information	 100	
Produce	Public	Affairs	Guidance	 100	
Verify	social	media	content	 100	
Coordinate	the	transmission	of	multimedia	
products	from	a	remote	location	 100	
Inspect	unit	web	pages	within	AOR	 100	
Supervise	a	preservation	of	Coast	Guard	
communication	products	 100	
 
Figure 13 
 
According to the same survey, the seven tasks that garnered the lowest level of 
participation 0-50 percent) included: 
 
Least-participatory	Managerial	Tasks		
(2015,	E-8)	
Tasks	
Rate	of	
Participation	
Facilitate	an	editorial	board	 0	
Analyze	media	coverage	 50	
Coordinate	a	media	briefing	 50	
Coordinate	a	media	pool	 50	
Produce	a	media	engagement	plan	 50	
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Advise	a	unit	commander	on	a	public	affairs	issue	 50	
Coordinate	Coast	Guard	participation	in	a	public	event	 50	
 
Figure 14 
 
Similar to the results of the 2009 survey, the 2015 survey E-8 participants 
indicated a variety of tasks that closely resembled their varied responsibilities according 
to the job description for this designated component.  
The only task that all participants indicated having no participation concerned the 
facilitation of an editorial board. Each of the other designated components also 
indicated a low rate of participation as well, which speaks to the rarity of the task or 
suggests that the task is accomplished on another tier of the organization by another 
component.  
Professional Orientation 
 This section of the Results chapter will focus on the training and education of the 
Coast Guard Public Affairs Program. Similar to the previous section, the results 
examined in this section have been synthesized into percentages indicating the average 
of participants that have received the specified training or accomplished the specified 
level of education.  
The questions asked of participants in regard to their education or training vary 
between the 2009 and 2015 surveys. This is partially due to the aforementioned 
institution of new standardization qualifications, which are examined in the 2015 survey. 
The 2009 survey focuses more on military communications training (photojournalism, 
graphic design, crisis communications, etc.). The reporting of the results also varies 
from the previous section, which broke down the responses by rank. The education and 
training sections were reported as a whole without the specificity of the previous 
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section, though knowing how many participants of each rank participated in the overall 
survey provides an approximation from which inferences can be made.  
Before reporting the results of the 2009 survey, a brief description of terms 
present in those findings. 
“A” school: A Navy/Coast Guard term for an introductory training course, establishing 
a base of knowledge for every job field in each service. 
“C” school: An advanced and more specialized course that adds to the knowledge 
gained through the “A” school. 
Basic Public Affairs Writer Course (currently equivalent to the Joint Intermediate 
Public Affairs Course): “The graduate is prepared to perform skills as a public affairs 
specialist (supervised). The successful student can interact with command, community 
and media, and prepare and release information to report news and command 
information in accordance with applicable directives.” (DINFOS, 2011) 
Intermediate Photojournalistic Course: “Educates photographers and journalists in 
established communication theories and provides training in current best practices of 
photojournalism, so that graduates will be effective multi-platform communicators for 
their commands.” (Martin, 2013) 
Coast Guard Public Affairs Course: Provides “students with the basic skills to 
conduct everyday public affairs and be Always Ready to conduct public information 
efforts during contingencies.” (Downie, 2014) 
Joint Public Affairs Supervisor Course (currently equivalent to the Joint 
Intermediate Public Affairs Course): “Offers mid-grade Public Affairs professionals 
and civilian equivalents a demanding academic program designed to challenge students 
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to think about the Public Affairs profession apart from the daily rigors of supporting the 
operational mission. The course is designed primarily for public affair practitioners at the 
Joint Task Force/Major Command level.” (Martin, 2010) 
Digital Multimedia Course: “Provides intermediate training in the knowledge and skills 
needed to create and integrate text, graphics, sound, animation and full-motion video 
into multimedia and web-based packages. The course includes instruction in the 
operation of computer systems, input devices and output devices to acquire, edit, 
design, manage, output, and archive digital imaging, graphic design and multimedia 
files.” (Martin, 2009) 
Senior Enlisted Public Affairs Workshop (currently equivalent to the Joint Senior 
Public Affairs Course): “Provides the capstone experience for senior public affairs 
leaders within the Department of Defense and other U.S. government agencies, as well 
as foreign militaries.” (Martin, 2012) 
Editor’s Course (currently referred to as the Content Management Course): “The 
course covers the application of the latest techniques and theory from military and 
civilian experts in layout and design, journalism, imagery, graphics and Internet-based 
capabilities. It provides experienced military communicators with advanced instruction in 
determining and refining content, designing attractive and functional products, coaching 
writers and photographers, making ethical decisions, and staff management.” (Downie, 
2012) 
Incident Command Structure (ICS): “ICS is a standardized on-scene emergency 
management organization designed to aid in the management of resources during 
incidents.” (Understanding NIMS and ICS, n.d.) 
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Leadership and Management School (LAMS): “A one-week course designed to 
enhance supervisory skills for first line supervisors. The course develops skills in the 
following areas: communicating effectively, influencing others positively, creating an 
environment that motivates performance, getting the job done while taking care of 
subordinates, encouraging personal ethics, and promoting teamwork.” (Leadership 
Development Center, n.d.) 
Chief Petty Officer (CPO) Academy: A Coast Guard training installation specializing in 
the further education and development of senior enlisted members of the Coast Guard, 
Air Force, Navy and other international services.  
Large Unit Financial System (LUFS): An interconnected program by which Coast 
Guard managers can order and track supplies.  
 The 2009 survey first asks participants to indicate any of the provided “A” or “C” 
communication-centric schools they’ve attended, which are referred to as Rate-Related 
Schools. In addition, participants are also asked to a select an assortment of 
management focused trainings referred to Non-Rating Related Schools. The list of 
findings in regard to the non-rating related schools has been abbreviated to exclude 
schools below the 10% rate of participation. This has been done for clarity and due to 
the fact that the rate of participation drops of significantly.  
 
Rating-Specific	Schools	 Rate	
Basic	Public	Affairs	Specialist-Writer	Course	 98.6	
Intermediate	Photojournalist	Course	 31.1	
Coast	Guard	Public	Affairs	Course	 28.4	
Joint	Public	Affairs	Supervisor	Course	 21.6	
Digital	Multimedia	Course	 13.5	
Senior	Enlisted	Public	Affairs	Workshop	 10.8	
Results 67 
Public	Affairs	Advanced	Education	Program	 6.8	
Editor's	Course	 5.4	
Other		 14.9	
 
Figure 15 
 
The Basic Public Affairs Specialist-Writer Course is the “A” school for every 
Coast Guard public affairs specialist and serves as the base knowledge for the 
remaining supplementary “C” schools. It is mandatory for every public affairs specialist 
to attend this “A” school, which explains the 98.6 percent enrollment rating. The 
remainder of the rating-related table demonstrates a number schools that supplement 
this basic communication training. The schools vary from more technical 
(photojournalism and graphic design) to more supervisory (Joint Public Affairs 
Supervisor Course and Editor’s Course) to more senior management (Senior Enlisted 
Public Affairs Workshop).  
Non-rating	Related	Schools	 Rate	
ICS	100	 95.7	
ICS	200	 92.9	
ICS	300	 70	
ICS	400	 57.1	
ICS	700	 68.6	
ICS	800	 64.3	
Leadership	and	Management	School	 52.9	
First	Aid	 32.9	
CPR	 30	
Firefighting	(General	Shipboard)	 25.7	
Boarding	Team	Member	(General	Law	
Enforcement)	 24.3	
Large	Unit	Financial	System	 22.8	
CPO	Academy	 14.3	
Firefighting	(Advanced	Shipboard)	 12.9	
Digital	Imaging	 10	
Instructor	Course	 10	
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Figure 16 
 
 Of particular note concerning the non-rating related table is the high participation 
ratings concerning the Integrated Command System (ICS) training. ICS training focuses 
on elements of an integrated structure used in crisis events, potential crisis events or 
events requiring integration that exceeds normal operating parameters. Also of note is 
the presence of management-specific schools. The Leadership and Management 
School (LAMS), a school that teaches interpersonal communication and teambuilding, is 
a requirement for E-4s promoting to E-5. While enrollment in the Chief Petty Officer 
Academy isn’t required of Coast Guard members, the 10 participants that identified as 
chiefs could be responsible for the 14.3 percent participation rate indicated here.  
 Joining the Coast Guard enlisted public affairs rating doesn’t occur immediately 
as it does in the Navy and other military branches. The Coast Guard permits for 
members interested in the job field to apply for acceptance to the rating, allowing the 
members to spend time conducting the more hands-on missions (search and rescue, 
law enforcement, environmental protection, etc.) of the Coast Guard. This experience 
explains the additional and diverse training listed in the non-rating related table.  
 The results of the 2015 survey that relate to this section focus on the 
qualifications and competencies enacted to standardize the training and base 
knowledge of Coast Guard public affairs practitioners.  
Public	Affairs	Qualifications	 E-6	 E-7	 E-8	
Public	Affairs	Watchstander	 60	 60	 0	
PADET	Supervisor	 70	 70	 0	
Public	Affairs	Officer	Tier	3	 30	 70	 0	
Public	Affairs	Officer	Tier	2	 30	 30	 0	
Public	Affairs	Officer	Tier	1		 0	 10	 50	
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Figure 17 
 
 The Public Affairs Watchstander qualification covers the basic policies and 
procedures inherent to the technician-level of practitioners who are responsible in 
maintaining a public affairs watch, whereby the practitioner responds to any incident 
that requires a Coast Guard voice by remaining apprised of current and accurate 
information and, as needed, preparing press releases, conducting interviews and/or 
gathering imagery. This qualification covers these responsibilities and is required for 
advancement of E-4 personnel to E-5.  
 The Public Affairs Detachment Supervisor qualification is a supervisory 
qualification by merit of its focus on the E-6 responsibilities. The majority of PADETs are 
managed by E-6s with authority derived from the district command and serve as the 
voice of that command. As this position can include a diverse swath of responsibilities 
from personnel management to budgetary considerations and policy influences in 
addition to more technical responsibilities, this qualification addresses these areas prior 
to a practitioner taking command of a PADET. The completion of the PADET Supervisor 
qualification is required of E-5 personnel promoting to E-6.  
 The Public Affairs Officer tiers are required of practitioners seeking advancement 
to E-7, E-8 and E-9, with each tier opening the promotional door to a specific rank, 
starting at tier 3 for E-7. The tiers require specified qualifications, trainings, 
achievements during a crisis event and/or levels of traditional education in the public 
affairs field to receive the desired tier of competency.  
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Audience Requirements 
Officer (1) Successfully complete a public affairs officer assignment at a sector, air station, training center, or equivalent 
large command. 
Officer (2) Graduate from the Coast Guard Public Affairs Course (Defense Information School). 
Complete the IS-702a National Incident Management System Public Information Systems (FEMA) course. 
Complete Team Coordination Training (CG Learning Course 000652). 
Hold an associate’s degree or higher in an external affairs related academic discipline. 
Officer (3) Graduate from the Coast Guard Public Affairs Course (Defense Information School). 
Complete the IS-702a National Incident Management System Public Information Systems (FEMA) course. 
Complete Team Coordination Training (CG Learning Course 000652). 
Successfully deploy to a Type II or higher response as a joint information center (JIC) manager at 
a simulated, or real, contingency operation or exercise.  A successful deployment must be 
documented within an incident personnel performance rating (ICS 225-CG) report. 
Enlisted (1) Successfully complete the Public Affairs Supervisor (PADETSUP) competency requirements. 
Graduate from the Intermediate Public Affairs Specialist Course (Defense Information School). 
Complete the IS-702a National Incident Management System Public Information Systems (FEMA) course. 
Complete Team Coordination Training (CG Learning Course 000652). 
Hold an associate’s degree or higher in an external affairs related academic discipline. 
Enlisted (2) Successfully complete the Public Affairs Supervisor (PADETSUP) competency requirements. 
Graduate from the Intermediate Public Affairs Specialist Course (Defense Information School). 
Complete the IS-702a National Incident Management System Public Information Systems (FEMA) course. 
Successfully deploy to a Type II or higher response as a joint information center (JIC) manager at 
a simulated, or real, contingency operation or exercise.  A successful deployment must be 
documented within an incident personnel performance rating (ICS 225-CG) report. 
Enlisted (3) Successfully qualify as a responder with the Public Information Assist Team (PIAT). 
Successfully complete the Public Affairs Supervisor (PADETSUP) competency requirements. 
Officer & 
Enlisted (1) 
Be a recipient of the JOC Alex Haley Award for excellence in public affairs as a public affairs detachment 
supervisor, collateral duty public affairs officer, or full-time public affairs officer. 
 
Competency Completion Paths for PAO Tier 3 
Figure 18 (Hahn, 2016) 
 
The 2015 survey results concerning these qualifications and competencies 
indicate a lack of participation at the E-8 level, most likely due to the fact that such 
qualifications are no longer relevant in achieving internal career aspirations. This 
assumption is reflected in 50 percent of E-8 participants reporting their reception of the 
PAO Tier 1 competency, which positions the recipient for possible promotion to E-9, the 
highest enlisted rank in the Coast Guard public affairs specialty.  
Job Satisfaction 
 The final section of this chapter centers on the job satisfaction of the designated 
component. The findings relevant to this topic are consolidated into averages to indicate 
the estimated attitudes of participants as they apply to their current Coast Guard career 
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in the public affairs domain, their plans for their future and overall job satisfaction. Each 
question asks participants to rank their level of satisfaction from 1-10 (10 being 
complete satisfaction) in regard to a number of different operational and organizational 
factors. While one question in both surveys specifically asks for participants to rank their 
overall job satisfaction, several questions surrounding that singular opinion are asked, 
allowing for the researcher to draw inferences on the subject from a more complete 
picture of the participant’s organizational satisfaction.  
 
Public	Affairs	Specialist	Job	Satisfaction	
(2009)	 Avg	
The	opportunity	I	have	to	exercise	personal	initiative	on	my	job	 7.2	
The	amount	of	responsibility	I	have	on	my	job	 7.1	
My	present	living	conditions	 7	
The	benefits	aside	from	pay	 7	
My	Coast	Guard	career	to	date	 6.9	
The	Coast	Guard	as	a	whole	 6.9	
The	contribution	my	work	makes	in	meeting	mission	objectives	 6.7	
The	amount	of	challenge	my	job	provides	 6.7	
The	cooperation	and	support	I	receive	from	my	co-workers	 6.5	
The	performance	of	my	subordinates	 6.4	
The	performance	of	my	co-workers	 6.4	
The	way	I	get	along	with	my	superiors	 6.4	
The	amonut	of	time	I'm	given	to	complete	my	duties	 6.4	
My	unit	as	a	whole	 6.4	
The	military	retirement	system	as	it	applies	to	me	 6.4	
The	kinds	of	primary	duties	I	perform	on	my	present	job	 6.3	
The	amount	of	work	I	must	do	in	my	present	job	 6.3	
The	support	I	receive	from	maintenance	support	staff	 6.3	
My	present	job	as	a	whole	 6.2	
The	performance	of	my	immediate	superiors	 6.2	
The	way	my	skills,	knowledge	and	training	are	used	in	my	present	
job	 6.2	
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The	requirements	for	advancement	within	my	rating	 6.2	
The	feedback	my	superiors	give	me	on	my	performance	 6	
The	task	direction	and	support	given	by	my	superiors	 5.9	
The	pay	I	receive	for	the	amount	of	work	done	 5.9	
The	kinds	of	collateral	duties	I	perform	on	my	present	job	 5.9	
My	present	working	conditions	 5.8	
The	amount	and	timeliness	of	information	I	am	given	to	do	my	job	 5.8	
The	geographical	location	of	my	present	unit	 5.8	
The	opportunity	for	advancement	in	my	career	field	 5.7	
The	amount	of	recognition	I	receive	for	doing	good	work	 5.7	
The	morale	of	my	unit	 5.5	
The	selective	reenlistment	bonus	for	my	rating	 5.5	
The	resources	I	am	given	to	do	my	job	 5.4	
The	training	I	receive	for	my	present	job	 5	
The	support	I	receive	from	support	ratings	 5	
The	availability	of	rate-related	training	 4.8	
 
Figure 19 
 
Public	Affairs	Specialist	Job	Satisfaction	
(2015)	 Avg	
The	way	I	get	along	with	my	superiors	 7.4	
My	present	living	conditions	 7.3	
The	cooperation	and	support	I	receive	from	my	co-workers	 7.2	
The	contribution	my	work	makes	in	meeting	mission	objectives	 7.1	
The	opportunity	I	have	to	exercise	personal	initiative	on	my	job	 7	
The	benefits	other	than	pay	 6.9	
The	amount	of	challenge	my	job	provides	 6.8	
My	present	working	conditions	 6.8	
The	performance	of	my	immediate	superiors	 6.8	
The	amount	of	responsibility	I	have	on	my	job	 6.8	
The	performance	of	my	co-workers	 6.8	
The	amount	of	time	I'm	given	to	complete	my	duties	 6.7	
My	unit	as	a	whole	 6.7	
The	performance	of	my	subordinates	 6.6	
The	way	my	skills,	knowledge	and	training	are	used	in	my	present	
job	 6.6	
My	Coast	Guard	career	to	date	 6.6	
My	present	job	as	a	whole	 6.6	
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The	task	direction	and	support	given	by	my	superiors	 6.6	
The	kinds	of	primary	duties	I	perform	on	my	present	job	 6.5	
The	Coast	Guard	as	a	whole	 6.5	
The	morale	of	my	unit	 6.5	
The	feedback	my	superiors	give	me	on	my	performance	 6.4	
The	amount	of	work	I	must	do	in	my	present	job	 6.4	
The	amount	of	recognition	I	receive	for	doing	good	work	 6.3	
The	resources	I	am	given	to	do	my	job	 6.2	
The	amount	and	timeliness	of	information	I	am	given	to	do	my	job	 6.2	
The	support	I	receive	from	my	maintenance	support	staff	 6.2	
The	military	retirement	system	as	it	applies	to	me	 6.1	
The	geographical	location	of	my	present	unit	 6	
The	support	I	receive	from	support	ratings	 6	
The	training	I	receive	for	my	present	job	 5.9	
The	pay	I	receive	for	the	amount	of	work	done	 5.9	
The	requirements	for	advancement	within	my	rating	 5.5	
The	opportunity	for	advancement	in	my	career	field	 4.5	
The	availability	of	rate-related	training	 4.5	
The	selective	reenlistment	bonus	for	my	rating	 2.2	
 
Figure 20 
 
 Despite being six years removed from one another, the two surveys show striking 
similarity in terms of scale. In neither survey does the average of satisfaction reach 
above 7.5 and most responses from both surveys average between 6.5 and 6.0. The 
2015 survey, however does demonstrate a new extreme on the opposite end of the 
spectrum by noting a 2.2 average of satisfaction in terms of the selective reenlistment 
bonus, which had been discontinued around the time of the survey. 
 The surveys asked participants to rank their overall satisfaction in regard to their 
overall job, their career to date, the Coast Guard and their present unit.  
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2009	 2015	
My	Coast	Guard	career	to	date	 6.9	 My	unit	as	a	whole	 6.7	
The	Coast	Guard	as	a	whole	 6.9	 My	Coast	Guard	career	to	date	 6.6	
My	unit	as	a	whole	 6.4	 My	present	job	as	a	whole	 6.6	
My	present	job	as	a	whole	 6.2	 The	Coast	Guard	as	a	whole	 6.5	
 
Figure 8 
 
 The figures present in the 2009 survey show a wider variance in satisfaction than 
the data from 2015, which differs by a slight .2. This could be due the greater number of 
participants in the 2009 (74 for 2009, 65 for 2015). Participants overall indicated a 
higher than average satisfaction with their job, with their career, their current unit and 
service. The responses of participants averaged an overall satisfaction average of 6.2 in 
2009 and 6.3 in 2015.  
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Chapter V: Summary 
Introduction 
 The purpose of this study has been to better understand the middle-management 
component of the Coast Guard public affairs rating in relation to the findings and best 
practices associated with the Excellence Study. Many such academic applications have 
been studied, but few have been focused on military communicators and fewer still on 
the organizational aspect of middle management.  
 Since 2006, the Coast Guard Public Affairs Program has sought to standardize 
the training and practice of the public affairs field through the implementation of a series 
of competencies and qualifications, the goal being to better vet and prepare candidates 
for promotion and the inherent responsibilities of that promotion. To this end, this study 
seeks to provide a more detailed image into an organizational component whose 
function facilitates technical achievements while also functioning in an executive 
advisory capacity.  
 The fifth and final chapter of this thesis will examine the results as they appear in 
the previous chapter, comparing and contrasting the data against those presented in the 
Excellence Study and in related studies and articles. This chapter will accomplish this 
by addressing the results in three sections in answer to the research questions of this 
thesis. 
1. The role and responsibilities of the public relations manager 
2. The professional orientation of the public relations manager 
3. The job satisfaction of the public relations manager 
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Additionally, this chapter will make recommendations for future research and note 
the innate limitations associated with this study.  
Discussion 
The role and responsibilities of the public relations manager 
 The first finding apparent in the Excellence Study in relation to the middle-
management component is that there are no findings that specify their application to the 
middle-management component. However, there are elements of overlap between the 
findings as they relate to management and managers and the middle-management 
component of the Coast Guard public affairs program. The researchers involved with 
the Excellence Study report findings concerning management predominately from the 
perspective of Broom, whose previous work focusing on the identifiable roles that 
indicate managerial definition (1982). These roles were then supported in studies of 
Dozier and then adopted and detailed in the Excellence Study (1992). To provide a brief 
description of each: 
Expert Prescriber 
A technical expert in communications who stays current and is regards as a subject-
matter expert within the organization. 
Communication Facilitator 
The chief liaison between an organization and its publics/stakeholders.  
Problem-solving Process Facilitator 
The crisis communications expert that facilitates a symmetrical dialogue to solve a crisis 
or issue.  
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 Dozier offers that a technician who finds themselves fulfilling one of these roles 
has transcended into the realm of the managerial by merit of the authority carried by the 
role and its intrinsic influence on the dominate coalition. While, on their own, none of 
these roles exudes the highest possible exponent for excellence, when taken together, 
by degrees, a practitioner could achieve the role of communications manager – a term 
coined by Dozier (1992) that exemplifies a higher level of communications excellence. 
While not expressly indicated in their job description, the ranks making up the 
Coast Guard middle-management component demonstrated aspects of these roles in 
the results noted in the previous chapter. With a six-year gap between the two surveys 
analyzed, there were variables to consider in that analysis.  
In 2006, the Coast Guard Public Affairs Directorate initiated a number of policy 
changes to create a more standardized and focused public affairs program. A few of the 
changes includes a tiered path to promotion including two new qualifications and a more 
structured process to achieve the ranks of chief petty officer, senior chief petty officer 
and master chief petty officer (E-7, E-8 and E-9), which included paths based on 
academic achievement or advanced qualifications in crisis communications and 
communications management training. This foundational shift could be attributed to the 
more consistent findings of the 2015 survey and the higher levels of participation across 
most tasks.  
The major difference between the two surveys is the inclusion of social media, 
which provides additional technical proficiencies, but also more management 
opportunities as the Coast Guard allows for each individual unit to create and maintain 
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their own social media presence on Facebook and for the provision of a content 
calendar for each district’s social media presence on Facebook and Twitter.  
The first survey the researcher will examine is the 2009 survey portion that 
focuses on the tasks associated with the middle management. The tasks determined to 
coincide with Broom’s role of Expert Prescriber are highlighted in yellow, the role of 
Communications Facilitator is codified in orange and tasks relating to the role of 
Problem-Solving Process Facilitator are indicated using grey.  
  
2009	Survey	Results	
Tasks	 E-6	 E-7	 E-8	
Arrange	media	visits	 92	 60	 100	
Assemble	a	press	pack	 92	 40	 100	
Establish	ground	rules	for	the	media	 85	 60	 100	
Facilitate	a	media	visit	as	a	Public	Affairs	escort	 92	 50	 50	
Identify	subject	matter	experts	for	media	responses	 85	 80	 100	
Participate	in	off-camera	media	interviews	 85	 90	 100	
Participate	in	on-camera	media	interviews	 85	 90	 100	
Prepare	a	Coast	Guard	spokesperson	for	a	media	interview	 92	 80	 100	
Coordinate	artist	visits	 46	 20	 0	
Reconnoiter	a	site	for	press	conferences	 69	 60	 100	
Review	a	news	release	for	SAPP	 85	 90	 100	
Serve	as	Assistant	Information	Officer	in	a	Joint	Information	
Center	 54	 80	 100	
Visit	local	media	outlets	within	your	AOR	 85	 70	 100	
Write	a	feature	story	 77	 70	 100	
Write	a	hometown	news	release	 77	 10	 50	
Write	a	media	advisory	 92	 60	 100	
Write	a	narrative	for	multi-media	production	 62	 10	 50	
Write	a	news	feature	 92	 20	 50	
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Write	a	news	release	 92	 60	 50	
Write	a	photo	caption	 100	 40	 50	
Write	a	photo	feature	 92	 10	 50	
Write	a	public	service	announcement	 8	 30	 0	
Write	a	public	service	award	 8	 30	 0	
Write	a	radio	beeper	 31	 20	 0	
Write	a	video	caption	 85	 10	 50	
Write	an	audio	file	caption	 77	 10	 50	
Activate	a	crisis	response	web	site	 54	 70	 50	
Create	media	distribution	list	 77	 60	 50	
Create	multi-media	hyperlink	on	a	web	site	 92	 50	 100	
Distribute	audio	file	electronically	 85	 60	 50	
Distribute	photo	file	electronically	 100	 60	 50	
Coordinate	media	embeds	 92	 40	 100	
Distribute	video	file	electronically	 92	 60	 50	
Format	a	508	compliant	web	page	 54	 40	 50	
Arrange	an	editorial	board	 46	 50	 100	
Arrange	a	press	pool	 77	 60	 100	
Coordinate	a	media	production	project	 77	 60	 100	
Coordinate	news	briefings	 85	 60	 100	
Coordinate	news	conferences	 85	 50	 100	
Create	a	Public	Affairs	Guidance	document	 77	 70	 100	
Develop	background	information	 92	 70	 100	
Develop	command	messages	 92	 70	 100	
Develop	responses	to	queries	 100	 80	 100	
Develop	talking	points	 92	 80	 100	
Develop	questions	and	answers	 92	 80	 100	
Establish	a	Joint	Information	Center	 77	 70	 100	
Generate	an	activity	report	from	a	crisis	news	site	 39	 60	 100	
Assess	Coast	Guard	related	media	coverage	 100	 90	 100	
Provide	public	affairs	guidance	to	CG	units	 85	 90	 100	
Localize	published	information	 77	 70	 100	
Localize	a	national	campaign	 69	 60	 100	
Moderate	media	during	a	VIP	visit	 69	 60	 50	
Release	information	in	coordination	with	multiple	agencies	 85	 80	 100	
Manage	requests	for	CG	participation	in	community	events	 62	 50	 50	
Moderate	a	press	conference	 70	 50	 100	
Coordinate	release	of	imagery	from	units	within	AOR	 85	 60	 100	
Manage	Public	Affairs	photo	archives	 54	 60	 0	
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Manage	Public	Affairs	training	for	units	within	your	AOR	 62	 60	 50	
Manage	Public	Affairs	video	archives	 69	 50	 0	
Update	Public	Affairs	annex	(F)	of	the	unit	SOP	 54	 60	 100	
Update	Public	Affairs	Office	internal	SOP	 69	 80	 100	
Prepare	a	daily	electronic	news	gathering	report	 92	 10	 0	
Produce	media	assessment	report	 69	 50	 0	
Produce	video	imagery	in	different	formats	 85	 60	 50	
Administer	a	speaker's	bureau	 31	 20	 0	
Arrange	loan	of	service	art	 23	 40	 0	
Coordinate	a	media	visit	to	a	CG	unit	 92	 50	 100	
Coordinate	loan	of	static	display	 23	 30	 0	
Develop	a	communication	plan	for	a	Public	Affairs	event	 77	 80	 100	
Maintain	a	unit	public	affairs	contact	list	within	your	AOR	 77	 50	 50	
Maintain	deployable	Public	Affairs	response	kit	 77	 50	 50	
Maintain	historical	file	on	major	incidents	 77	 20	 0	
Maintain	Public	Affairs	photo	archives	 77	 40	 0	
Maintain	Public	Affairs	video	archives	 77	 40	 0	
Market	a	feature	story	 85	 40	 50	
Market	a	hometown	news	release	 77	 10	 50	
Market	a	media	advisory	 85	 30	 50	
Market	a	news	release	 85	 30	 50	
Market	multi-media	 77	 40	 50	
Provide	Public	Affairs	training	for	units	within	your	AOR	 69	 80	 50	
 
Figure 1 
 
As the role of Expert Prescriber is defined by the level of involvement in and 
expertise of the communications field, the tasks included in the survey reflect an almost 
anonymous leaning towards that role by merit of the technical nature of the inclusions. 
Aside from the more foundational tasks such as writing press releases and on-camera 
interviews, the survey also includes tasks of a more advanced technical nature that 
involve supervising these tasks or developing plans for public affairs events. It’s 
indeterminable from the survey whether this development process is a collaborative 
effort with their command, which would facilitate its association to another role.  
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The tasks indicated as relevant to the role of Communication Facilitator are 
determined by the direct involvement of the practitioner with the publics of the Coast 
Guard or through the demonstration of understanding of those publics. The latter is true 
of the tasks focusing on the localization of information or a national campaign. To 
successfully communicate with any public, a communicator must first have an 
understanding of said public. Under this reasoning, the researcher includes these tasks 
under the Communication Facilitator role.  
 
Localize	published	information	 77	 70	 100	
Localize	a	national	campaign	 69	 60	 100	
Moderate	media	during	a	VIP	visit	 69	 60	 50	
Release	information	in	coordination	with	multiple	agencies	 85	 80	 100	
Manage	requests	for	CG	participation	in	community	events	 62	 50	 50	
 
Figure 2 
 
 As a governmental agency, the Coast Guard’s publics stretch beyond the local 
community to include elected officials and other governmental local and federal 
agencies. For this reason, the tasks indicating VIP visits and the coordination with 
multiple agencies were also assigned to this role as they make up a portion of the 
stakeholders invested in the success of the service and are valued publics.  
 The level of participation indicated by E-6 and E-7 participants in tasks 
associated with this role are lower than in more technical tasks. E-8 participants 
indicated a higher and more consistent level of participation in this aspect, which might 
be due to their description as upper-middle management. 
 While a few tasks referenced crises and the participants involvement with them, 
the majority of these tasks focused on a more technical aspect of that involvement. The 
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definition of the role of Problem-Solving Process Facilitator, according to Dozier (1992), 
concerns “helping management systematically think through organizational 
communication and relations problems to solutions.” (Page 330) Neither establishing a 
Joint Information Center or generating a crisis website meets this definition. The task 
that closest resembles the definition of this role is “Provide public affairs guidance to 
Coast Guard units.” The role of Problem-solving Process Facilitator is not one of 
dictation, but rather infers the initiation of conversational discourse or debate between 
the practitioner and the members of a dominant coalition. By providing guidance, the 
supposition can be made that the practitioners who indicated participation in this task 
are engaging in this role.  
 The task of serving as an Assistant Information Officer in Joint Information 
Center allows participants to create processes in times of crisis, but the processes for 
this particular position are focused on the goals of the Integrated Command Structure 
rather than assisting in the creation of those goals, facilitating a closer alignment to 
Expert Prescriber than Problem-solving Process Facilitator; hence its exclusion.  
  
Provide	public	affairs	guidance	to	CG	units	 85	 90	 100	
 
Figure 3 
 
While participation saw an overall increase in the 2015 survey, many of the same 
trends apparent in 2009 remained unchanged in terms of their relation to Broom’s roles.  
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2015	Survey	Results	
Tasks	 E-6	 E-7	 E-8	
Copy	edit	material	written	by	non-public	affairs	personnel	 90	 100	 100	
Copy	edit	written	material	 90	 100	 100	
Draft	a	feature	story	 80	 50	 50	
Draft	a	news	release	 80	 80	 50	
Produce	a	news	release	 80	 80	 50	
Release	content	on	social	media	 100	 80	 50	
Verify	social	media	content	 100	 80	 100	
Administer	an	official	CG	unit	social	media	site	 80	 80	 50	
Create	a	Coast	Guard	web	page	within	the	.mil	domain	 0	 0	 0	
Edit	a	video	production	 90	 90	 100	
Draft	a	Communication	Action	Plan	 70	 90	 100	
Review	written	material	for	peers	 90	 90	 100	
Supervise	a	video	project	 90	 80	 100	
Instruct	personnel	on	transmission	of	multimedia	 90	 100	 100	
Analyze	media	coverage	 80	 100	 50	
Provide	a	formal	briefing	 60	 100	 100	
Assist	with	initial	public	affairs	support	during	an	incident	 80	 80	 50	
Advise	a	unit	commander	on	a	public	affairs	issue	 80	 100	 50	
Coordinate	a	media	briefing	 80	 100	 50	
Coordinate	a	media	pool	 80	 80	 50	
Facilitate	an	editorial	board	 50	 70	 0	
Produce	a	media	engagement	plan	 70	 90	 50	
Produce	Public	Affairs	Guidance	 70	 90	 100	
Verify	social	media	content	 100	 80	 100	
Coordinate	the	transmission	of	multimedia	products	from	a	
remote	location	 70	 70	 100	
Inspect	unit	web	pages	within	AOR	 70	 60	 100	
Supervise	a	preservation	of	Coast	Guard	communication	
products	 80	 70	 100	
Coordinate	the	release	of	information	 80	 100	 100	
Recommend	changes	to	a	unit's	SOP	 90	 90	 100	
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Respond	to	a	public	inquiry	 100	 90	 100	
Coordinate	Coast	Guard	participation	in	a	public	event	 70	 90	 50	
Edit	multimedia	content	 100	 90	 50	
Inspect	unit	web	pages	within	AOR	 70	 60	 100	
Product	a	photo	illustration	 60	 80	 100	
Produce	photographs	 80	 90	 100	
Produce	video	b-roll	 70	 60	 100	
Release	multimedia	 90	 90	 100	
Complete	a	media	interview	 80	 100	 50	
Facilitate	a	news	media	embarkation	 80	 100	 50	
Pitch	a	story	idea	 80	 100	 50	
Prepare	a	Coast	Guard	spokesperson	for	a	media	interview	 80	 100	 50	
Prepare	a	media	information	pack	 70	 100	 50	
Respond	to	a	media	inquiry	 90	 100	 50	
Support	a	news	briefing	 70	 100	 50	
Visit	a	media	outlet	 70	 90	 50	
 
Figure 4 
 
 As with the 2009 survey findings, the dominant role exemplified in the 
2015 survey is the Expert Prescriber through the sheer volume of technical skills 
presented and the level of participation indicated by the designated component. 
An addition to this survey found absent in the 2009 survey is the presence of 
tasks associated with social media. These tasks also contribute to the Expert 
Prescriber role by excluding tasks concerning responding to commenters (online 
publics) or facilitating dialogue regarding social media policy.  
 Similar to the 2009 survey, the tasks most aligned with the definition of 
Communication Facilitator include publics that involve the local community, 
partner agencies and stakeholders. One task stands out amongst the others for 
involving internal publics. Recommending changes to a unit’s standard operating 
procedures could be interpreted as a form of prescription, which is more in line 
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with the Expert Prescriber role. However, the researcher determines this task 
relates to the Communication Facilitation role based on the environment in which 
it occurs. The military environment and its ranking structure mostly preclude the 
“passive involvement” of the command and the “dependent relationship” as 
described by Dozier (Page 329). Recommendations are made to be a part of the 
decision-making process, thereby placing this task in the role of Communication 
Facilitator.  
 
Coordinate	the	release	of	information	 80	 100	 100	
Recommend	changes	to	a	unit's	SOP	 90	 90	 100	
Respond	to	a	public	inquiry	 100	 90	 100	
Coordinate	Coast	Guard	participation	in	a	public	event	 70	 90	 50	
 
Figure 5 
 
Assist	with	initial	public	affairs	support	during	an	incident	 80	 80	 50	
Advise	a	unit	commander	on	a	public	affairs	issue	 80	 100	 50	
 
Figure 6 
 
 While the tasks holding connection to the Problem-Solving Process Facilitator 
role include the task concerning advisement of unit commanders on public affairs issues 
from the 2009 survey, the 2015 survey has added another in much the same vein. The 
task of providing public affairs support and assistance during the preliminary stages of a 
crisis speaks more directly to the definition of this role than the previously mentioned 
task. While the practitioner may be replaced in their role at a later date due to the 
presence of a more training and experienced practitioner (Stanton & Caplis, 2013), the 
task nonetheless speaks to a role that allows for the creation of solution-centric 
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processes through dialogical contact with the command attached to the crisis, thereby 
facilitating this role. 
Professional Orientation 
 Dozier, Grunig and Grunig (2013) found that knowledge base is necessary to the 
foundation of communications excellence, that knowledge is a “characteristic of the 
department, not necessarily of a single individual” (Page 25) and lastly that knowledge 
alone isn’t enough to facilitate excellence on its own. As seen in the previous section, 
the role of Communication Facilitator is a critical position that establishing symmetrical 
dialogue between organizations and publics. The role of the Communications Facilitator 
and two-way symmetrical communication are necessary ingredients in communications 
excellence, but are not the only such components. While not the only element in the 
excellence calculus, knowledge base, that is to say the education, training, experience 
and therefore professional orientation of a practitioner, remains a foundational element 
in the equation.  
 The surveys examined in the previous chapter approached the subject of 
professional orientation in two different ways. The 2009 survey requested participants 
indicate which, if any, of a list of “A” and “C” schools they had enrolled in. The 2015 
survey focused more on a list of qualifications and competencies created by the Coast 
Guard Public Affairs Program. Participants were asked to identify each qualification held 
and competency achieved.   
 The promotional ladder created by the competencies provides a path for 
practitioners to follow to achieve the desired rank. These paths include specific training 
focused the more strategic aspects of communication management, qualifications 
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certifying the practitioners understanding of basic management and technical operations 
and evaluation forms demonstrating the practitioner’s successful execution of 
operations during a crisis. These accomplishments are then submitted to the Coast 
Guard Public Affairs Program office for consideration and approval.  
 After achieving the appropriate competency, the practitioner then must test their 
public affairs and general Coast Guard knowledge in the Service-Wide Exam, a 
biannual exam that all members that have completed all necessary qualifications can 
compete in to determine the most-knowledgeable candidate for the available billets of 
the desired rank. The competencies and the exam point to a divergence from the 
findings of Dozier, Grunig and Grunig (2013), who stated the relevancy of a solid 
knowledge base, but only in relation to other organizational elements. The promotional 
system of the Coast Guard stands slightly juxtaposed to this idea by prioritizing a 
knowledge base, but also aligned with it the sense that a standardized expectation of a 
knowledge base contributes to departmental excellence rather than that of the 
individual. 
 Of course, participation in these tests, qualifications and experiences are 
dependent on the motivation of the practitioner, which can be inferred from the 
participation rates contained in the 2009 and 2015 surveys.  
 
 
 
 
Summary 88 
Rating-Specific	Schools	
(2009)	 Rate	
Basic	Public	Affairs	Specialist-Writer	Course	 98.6	
Intermediate	Photojournalist	Course	 31.1	
Coast	Guard	Public	Affairs	Course	 28.4	
Joint	Public	Affairs	Supervisor	Course	 21.6	
Digital	Multimedia	Course	 13.5	
Senior	Enlisted	Public	Affairs	Workshop	 10.8	
Public	Affairs	Advanced	Education	Program	 6.8	
Editor's	Course	 5.4	
Other		 14.9	
 
Figure 7 
 
Public	Affairs	Qualifications	 E-6	 E-7	 E-8	
Public	Affairs	Watchstander	 60	 60	 0	
PADET	Supervisor	 70	 70	 0	
Public	Affairs	Officer	Tier	3	 30	 70	 0	
Public	Affairs	Officer	Tier	2	 30	 30	 0	
Public	Affairs	Officer	Tier	1		 0	 10	 50	
 
Figure 8 
 
 The bulk of the rating-specific trainings are conducted by the Defense 
Information School, a military educational hub that offers courses designed to meet the 
communicative objectives of every military branch. The courses listed above include the 
courses that involve some level of Coast Guard enrollment and display a diversity of 
teachable techniques, supervisor and manager-centric educational opportunities, which, 
according to participation rates, of which Coast Guard practitioners have been taking 
advantage. Currently, attending the Basic Public Affairs Specialist-Writer course, 
Intermediate Public Affairs Specialist Course, Public Affairs Qualification Course, Joint 
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Senior Enlisted Public Affairs Course and Coast Guard Public Affairs Course are a part 
of the competencies required for advancement to specific ranks.  
 By climbing the same promotional ladder, practitioners are exposed to training, 
education and experience in a relatable way, creating cohesion as a department in that 
practitioners can share insight into the managerial decisions affecting them. This shared 
understanding could also contribute to a dearth of diverse thought. As Broom (1986) put 
it quoting Simon (1960), “’ritualized’ programs based on ‘programmed decisions.’” (Page 
342) 
Job Satisfaction 
 Organizational structure type facilitates to the internal flow of communication, and 
the level of participation allowed, which all contributes to job satisfaction, according to 
Grunig, Grunig and Dozier (2002). The research team finds that while job satisfaction 
isn’t the deciding factor in determining communications excellence, it does “establish a 
hospitable environment for excellent public relations.” (Page 533) In terms of the Coast 
Guard, the survey findings demonstrate a higher-than-average job satisfaction rating 
among participants. Participants were asked to indicate their satisfaction (from one to 
10, 10 being the highest) on a list of job-related factors. The overall average satisfaction 
rating for the 2009 survey was 6.2 and the average for 2015 was 6.3. The factors 
related specifically to job, career and current station averaged above the overall 
averages. 
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2009	 2015	
My	Coast	Guard	career	to	date	 6.9	 My	unit	as	a	whole	 6.7	
The	Coast	Guard	as	a	whole	 6.9	 My	Coast	Guard	career	to	date	 6.6	
My	unit	as	a	whole	 6.4	 My	present	job	as	a	whole	 6.6	
My	present	job	as	a	whole	 6.2	 The	Coast	Guard	as	a	whole	 6.5	
 
Figure 9 
 
 The ridged organizational structure of the military might contribute to these 
ratings as the Coast Guard exemplifies aspects of a few structures presented by Larissa 
Grunig (1992), namely those of Centralization, Stratification and Formalization. While 
not every operational decision is made at the headquarters level, the policies and 
procedures utilized in their accomplishment are, which speaks to Centralization, though 
not all that the structural type entails. In terms of Stratification, Grunig describes it as the 
“extent to which an organization makes it clear who are its higher-level employees.” 
(Page 561) The uniform rank insignia and the required respect to be paid in meeting or 
interacting with members holding such insignia speaks to this structural type. 
Stratification also creates job dissatisfaction by what Grunig describes as a type of 
classism where higher-ranked employees are given separate offices and private 
dinners, a separation which is considered long-standing nautical tradition between 
enlisted and officers. The last and most relevant type in regard to increasing job 
satisfaction is the Formalization type, which through its strict adherence to policy and 
procedure “discourages autonomy, innovation and morale in the organization,” (Page 
561) also was found to increase job satisfaction through the clarity it provides 
employees. This clarity allows the employees to better understand the box in which they 
find themselves, allowing them to act in a more autonomous manner within those 
constraints through that understanding.  
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2009	 Avg	
The	opportunity	I	have	to	exercise	personal	initiative	on	my	job	 7.2	
The	amount	of	responsibility	I	have	on	my	job	 7.1	
My	present	living	conditions	 7	
The	benefits	aside	from	pay	 7	
My	Coast	Guard	career	to	date	 6.9	
2015	 Avg	
The	way	I	get	along	with	my	superiors	 7.4	
My	present	living	conditions	 7.3	
The	cooperation	and	support	I	receive	from	my	co-workers	 7.2	
The	contribution	my	work	makes	in	meeting	mission	objectives	 7.1	
The	opportunity	I	have	to	exercise	personal	initiative	on	my	job	 7	
 
Figure 10 
 
 When examining the five factors with the highest average rates of satisfaction, 
the appreciation of autonomy becomes visible, demonstrating that Formalization 
through its clear structure and expectations encourages a level of autonomy that is 
appreciated by practitioners.    
Limitations of Research  
The analysis thus far has focused on the results of the two most recent 
occupational surveys conducted by the Coast Guard and the tasks presented in those 
surveys. This offers limited insight into the responsibilities and roles of the designated 
component. As demonstrated in the previous chapter, the tasks provided fail to measure 
the full depth of responsibilities held by each aspect of the designated component as 
detailed in the job description provided by the Coast Guard Public Affairs Program. 
Examining a survey based more on the definition of these ranks might yield more 
relevant and accurate results.  
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The categories focusing on education and training in either survey differed 
greatly, which precluded any counter analysis over the six-year time span. Instead, the 
analysis focused on the raw participatory data of the categories included. Having such 
data would have potentially deepened the findings, providing a clearer perspective of 
the designated component in regard to their professional orientation. 
Regarding the section of the surveys centering on job satisfaction and career 
intentions, the results were communicated cumulatively across all participants rather 
than previous sections which were broken down by rank. The researcher, knowing what 
percentage of participants were made up by ranks identified as the designated 
component, made inferences in regard to which aspects of this section were answered 
by said component. Having a similar separation would have provided a more direction 
association to the designated component.  
Recommendations for future research 
While the results of the most recent survey were published in 2015, they were 
gathered in 2011, meaning that the next sexennial survey should be distributed at some 
point in 2017, which should provide the most recent data from which a comparative 
study could be attempted. Such would communicate a more up-to-date view of the 
Coast Guard Public Affairs Program and perspective of the designated component.  
The goal of this study was to analyze data associated with the designated 
component and interpret it through the lens of the Excellence Study, thereby gaining an 
outline of the component and contextualizing against areas of communications 
excellence. By accomplishing this, a follow up study might focus on the areas within this 
outline, determining the factors that fulfill excellence rather than contribute to it as laid 
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out in this study. Those factors might include communication facilitation, boundary-
spanning and advisory-specific tasks.  
While this study has specifically identified conditions and elements of excellence 
related to the middle-management component, future studies might be well served 
surveying and analyzing other elements influencing those discussed here. One specific 
element might pertain to the regional dominant coalitions or the individual unit 
commands of the Coast Guard that are serviced by the middle management. The 
organizational worldviews of this element, their perspective and interactions with public 
affairs component could provide a needed vantage point for future interactions, avenues 
for influence and a productive partnership. Also of interest in regard to this researchable 
subject is the idea of a communicational dynamic between officers and enlisted 
members. Such a study could examine whether any communication barriers exist 
between the two components.  
Additionally, though much in the same vein as the previous recommendation is a 
survey of Coast Guard officers whose primary duty (as opposed to collateral duty) is 
public affairs. The survey might inquire as to their roles, professional orientation and job 
satisfaction as a means of gaining insight into the more executive level of the public 
affairs program. Such a study would give an additional layer of perspective to the 
findings indicated here, giving better insight into the office dynamic of the Public Affairs 
Program.  
Lastly, a study of the U.S. military educational system as it involves the Defense 
Information School would provide insight into whether the cohesive brand of training 
provided by the institution benefits the military services, prompting them on towards 
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excellence or if drinking from the same proverbial well stagnates opportunities to grow 
diverse ideas rather than singular ideas. 
Conclusions 
 The goal of this study was to create a more accurate picture of the Coast Guard’s 
middle management component of public affairs communicators. By identifying factors 
linked to their role, their professional orientation and job satisfaction, the researcher has 
created an outline of their position and noted how that position facilitates communication 
excellence.  
 The role that stands out above the rest is the Expert Prescriber role, which 
makes up the majority of tasks in which practitioners indicated as participating. While 
tasks concerning the roles of Problem-Solving Process Facilitator and Communication 
Facilitator were also included they were much fewer in number and, as was the case in 
relation to the role of Communication Facilitator, lower in terms of participation.  
 The role of Expert Prescriber is the role most demonstrated in the findings from 
the surveys. This particular role doesn’t facilitate dialogue and instead prescribed as 
Dozier (1992) implies much like a doctor would. The dominant coalition or, as is the 
case in relation to the Coast Guard, the command then takes this recommendation into 
consideration. This role doesn’t facilitate conversation or a two-way symmetrical form of 
communication, thereby contributing to a two-way asymmetrical model of 
communication and increased dependency on the manager to focus on public affairs, 
freeing the command from the subject – a possible outcome also described by Dozier. 
 This asymmetric communications model is a generic attribute of the U.S. military 
and further facilitates the concept of a closed-system organizational structure, which 
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also plays into the findings concerning job satisfaction. Asymmetry in internal 
communications has been found to have a dulling effect on job satisfaction (Grunig, 
1992). This, in addition to the organizational structures exemplified by merit of being a 
military branch, should have an even more pronounced effect on job satisfaction, but 
the results from the surveys examined in this study reveal an above average return in 
regard to the list of elements presented in the surveys.  
 Despite a more stringent organization structure, despite the asymmetrical model 
of communications, job satisfaction among Coast Guard public affairs specialists still is 
found to exceed the average on a scale of one to ten.  
 Another generic observation of the military affecting job satisfaction is its 
Formalization organizational type. This type is indicated by its strict adherence to policy 
and procedures, which have been found to steal innovation and morale from its 
employees. While it has also been observed to negatively affect traditional ideas of 
autonomy it creates a nuanced version provided through clarity of operations and 
organization. By clearly understanding the expectations and general operation of an 
organization, autonomy can be found and inhabited by practitioners as indicated by 
Larissa Grunig (1992) and further exemplified in this study.  
 But while Grunig points out that job satisfaction and organizational structure 
make up the climate for communications excellence to flourish, the foundation from 
which excellence grows is found in a practitioner’s professional orientation as indicated 
by Dozier, Grunig and Grunig. Professional orientation is a cumulative term that refers 
to a practitioner’s education, training and experience. Dozier, Grunig and Grunig (1995) 
refer to knowledge base as a foundation to excellence, though not necessarily essential 
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and definitely not so on an individual basis. For professional orientation to successfully 
function as the primary basis for communication excellence within an organization, it 
must be departmental.  
 The Coast Guard and other military branches are provided a means of acquiring 
this departmental knowledge base through military “A” and “C” schools, which are 
implemented through the Army’s Defense Information School. Practitioners from every 
armed service converge on this school house for classes ranging from public affairs 
writing courses, to photojournalism and design course to more advanced public affairs 
management courses. This means of providing a uniform, standardized and targeted 
education to practitioners with specific operational needs facilitates a departmental 
knowledge base, which could act as a foundational basis for excellence.  
 At the conclusion of this study, the researcher found the ranks making up the 
designated component to be inexorably tied to the Broom’s (1983) role of Expert 
Prescriber with minimal elements of the other two roles. This result falls into line with the 
expectations set forth by the Master Chief Petty Officer of the Coast Guard, who states 
in his Standing Order Two that “Chief Petty Officers are experts in their respective 
ratings AND in deckplate leadership. We are experts in communications, both up and 
down the chain of command, and are never afraid or unwilling to speak truth to power. 
With expertise comes a responsibility to mentor those around us to develop their 
expertise.” (Cantrell, 2014) This call to lead by experience doesn’t include a 
conversation, but rather confidence to inject their experience into conversations being 
held on a more executive level. This follows as pertaining more to prescription than a 
more dialogical mode of communication. While less excellent a tactic than more 
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symmetrical means, as middle management, prescription might be the only means of 
entering the conversation for the designated component. Future research could give 
better insight into this dynamic.  
The researcher also found that this role plays into the inherent Formalization 
organization type of the Coast Guard, which facilitates a more asymmetric form of 
communication, whereby job satisfaction is affected, though not all affects appear to 
negatively impact this factor. Of note here is that while other U.S. military services enact 
a more closed-systems approach to public affairs, the Coast Guard, by merit of its law 
enforcement component may endorse a more symmetrical form of communication with 
its publics. (Kroll, 2017) 
Educational opportunities are closely tied to the Formalization organization type 
by compelling all candidates to undergo similar trainings, qualifications and experiences 
to achieve a higher echelon within the organization. This policy towards advancement 
achieves a standardized means of distributing a departmental knowledge base rather 
than that of the individual while offering a glimpse at the level of communication 
excellence implied.  
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Executive Fact Sheet 
 
 
Item: 
See 
Page: 
2.7% of PAs are the only Public Affairs Specialist aboard their current unit. 24 
  
55.4% of PAs are on their first assignment in the rating. 29 
  
98.6% of PAs have completed “A” School. 
30 
  
On a scale of 1 to 9, the highest Job Satisfaction score for PAs was “The 
opportunity I have to exercise personal initiative on my job” (7.2). 32 
  
On a scale of 1 to 9, the second highest Job Satisfaction score for PAs was 
“The amount of responsibility I have on my job” (7.1). 32 
  
On a scale of 1 to 9, the lowest Job Satisfaction score for PAs was “The 
availability of rate-related training” (4.8). 32 
  
60.8% of all PAs plan to stay in the Coast Guard for at least 20 years. 
34 
  
71.6% of PAs agree that their career as a PA has been what they thought it 
would be. 35 
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Preface 
This Occupational Analysis (OA) report represents the results of a rating-wide data collection survey 
and subsequent analysis performed on the PA rating.  The entire Coast Guard PA population was 
surveyed simultaneously.  The OA team of Mr. William D. Seletyn and CWO Antonio Varner 
conducted this project in partnership with PACM Tyler Johnson, PA Rating Force Master Chief, CG-
481, Coast Guard Headquarters, Washington, D.C. 
 
Copies of this report were distributed to the Program Managers, Training Managers, CGHQ 
Performance Qualifications Manager, and other interested parties.  Additional copies are available 
upon request to: 
 
Mr. William Seletyn, (757) 856-2027 William.D.Seletyn@uscg.mil 
CWO Antonio Varner, (757) 856-2842 Antonio.Varner@uscg.mil 
 
Introduction 
 
The OA team conducted this OA to present a current picture of the PA “world of work” in the U.S. 
Coast Guard.  The team used Statistical Package for the Social Sciences (SPSS) software to analyze 
the data generated by the responses to this survey.  The results of that analysis are presented 
throughout this report.  The OA Team will maintain data generated by the survey for future analysis. 
 
Project Methodology 
 
The OA team initiated this OA during an alignment meeting with PACM Johnson, PA Rating Force 
Master Chief, on 9 July 2008.  This meeting established the parameters and expectations for the 
survey, analysis and final report, as well as the costs and time frame of the project. 
 
Survey Development 
 
The OA team developed the core tasks for the survey using a group of PA subject matter experts 
(SME’s) who possessed a wide variety of field experience.  The task list formed the basis for the core 
content of the OA survey.  The Equipment, Tool, and Software Inventories also were compiled with 
the input of the subject matter experts.  PACM Johnson approved the final content of the survey. 
 
The Demographic questions are standardized for all ratings as part of OA surveys. 
 
SMEs 
The subject matter experts for this survey were: 
PAC Robert Lanier 
PAC Mike O’Berry 
PA1 Russell Tippets 
PA1 John Edwards 
PA2 Eric Chandler 
 
Thanks to all of the above for their time and efforts in developing the OA survey. 
 
Once the final survey content was established, we designed an on-line OA survey instrument (see 
Appendix B).  See page 6 for survey return rates. 
 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report                                                                          February 2009 
 
 3 
Survey Makeup 
The survey consisted of eight sections: 
1.  Demographics:  Posed 16 questions designed to depict the career patterns of today’s PAs, 
including schools attended, competencies held and unit assignment history.  
2.  Task Inventory:  Consisted of 113 questions in 6 categories.  For each of these questions, PAs 
were asked whether they performed that task among their current duties.  For each task performed 
they also indicated the frequency of performance. 
3.  Law Enforcement and Collateral Duty Inventory:  Consisted of 9 questions in Law Enforcement 
and 75 questions for Collateral Duties. For each of these questions, PAs were asked whether they 
currently perform that task or collateral duty.  
4.  Equipment Inventory:  Listed 62 types of tools, equipment and software that PAs might use in 
their duties.  Responses to this section show what PA professionals employ as their “tools of the 
trade” at units throughout the Coast Guard. 
5.  Job Satisfaction:  Asked 37 standardized questions about those factors that impact one’s 
satisfaction with working conditions, interactions with others and career opportunities. 
6.  Career Intentions:  Asked three questions to illustrate the divergence between career plans of 
PAs at the beginning of their careers and at the time of this survey. 
7.  Survey Administration:  Asked three questions relating to the functionality of and time required 
for survey administration. 
8.  Member Comments:  Invited the PAs to write about any specific concerns they had about the PA 
field.  The consolidated comments were entered into a MS Excel file and provided to the Rating Force 
Master Chief. 
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Survey Makeup (cont’d) 
Core Tasks                                                            
 
The core tasks of the PA survey were separated into the following categories: 
 
CORE TASK CATEGORIES QUESTION NMBERS 
Public Affairs 1-32 
Writing 33-46 
Web-Based Skills 47-64 
Multi-Media 65-76 
Editing, Production and Layout 77-86 
Administrative, Management and Logistics 87-113 
 
 
Law Enforcement and Collateral Duties 
 
The following non-core, professional military education, law enforcement and collateral duty 
categories also were part of the survey as standardized sections of an Occupational Analysis 
common to all ratings: 
 
 
NON-CORE TASK CATEGORIES QUESTION NUMBERS 
Law Enforcement 114-122 
Collateral Duties (PA Related) 123 
Collateral Duties (General) 124-188 
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Survey Distribution 
Surveys were made available on-line to all members of the PA rating using a database obtained from 
the Personnel Service Center (PSC). 
 
Return Rates 
 
The OA survey distribution methods have proven to consistently produce high return rates.  Industry 
standards for completion of comprehensive surveys are less then 20%.  Coast Guard OA surveys 
frequently result in more than a 50% response. 
We began the OA process with a total active duty PA population of 96.  Of this total, 74 surveys were 
returned by the final deadline, resulting in an overall return rate of 76%.  This rate provides ample 
statistical support for the recommendations in this report. 
 
                                      PA PERCENT RETURNED BY PAYGRADE 
E4 E5 E6 E7 E8 E9 
Pop Ret Pop Ret Pop Ret Pop Ret Pop Ret Pop Ret
42 35 18 13 19 13 14 9 2 2 1 1 
83% 72% 68% 64% 100% 100% 
 
 
 
Return Rate Summary 
 
 
PA Return Rate Summary 
Unit Types  Billets 
Surveys 
Returned 
Percent 
Returned 
Academy 3 3 100 
Air Station 3 3 100 
Area Office 6 5 83 
District Office 55 40 72 
Headquarters 11 5 45 
Sector Command 1 1 100 
Sector Field Office 1 1 100 
Strike Team 3 3 100 
Yard 1 1 100 
Other 12 12 100 
Total 96 74 76 
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Survey Analysis 
 
Metrica, the company contracted to host the survey on-line, provided data from completed surveys to 
the OA Team.  These data were loaded into an SPSS file for analysis.  To enhance the statistical 
validity of returned survey data, we “condition” the data by screening it for obvious “gun-decking” 
responses.  An example of data that would be removed is a record where the respondents indicated 
that they performed all or none of the core tasks.  Invalid task data is identified and removed prior to 
final analysis.  Zero respondents indicated they performed none or all of the core PA tasks. 
 
• Percent by pay grade, of members performing each task 
 
• Frequency of performance for each task* 
 
By focusing on these two areas, we were able to paint an accurate picture of what tasks PAs are 
currently doing in the field today.  These data suggest an array of potential changes to the PA rating, 
ranging from performance qualifications, “A” School curriculum, Performance Qualification Guides, 
and the content of questions on PA service-wide exams. 
 
Findings and Indications of the Task Inventory Analysis 
 
We based the specific recommendations of this report upon conclusions drawn from statistical 
analysis of completed survey data.  We supported each recommendation by either a graphical 
illustration of the applicable statistics and/or a matrix.   
 
The following pages contain the PA Rating Performance Qualification Data table.  The cells 
highlighted in yellow indicate all pay grades that reached the 30% level of task performance.  Task 
performance must reach or exceed a 30% level in one or more pay grades to be considered as a 
rating wide enlisted performance qualification. 
 
Tasks that do not reach the 30% threshold can be negotiated into a performance qualification if the 
rating review panel can provide substantive support to CG-132. 
 
PA Performance Qualification Indications 
 
JOB AID TO DETERMINE PERFORMANCE QUAL 
IF THEN 
Less than 30 percent of a specific pay grade 
performs a task 
Does not meet minimum qual 
criteria 
30 to 60 percent of a specific pay grade 
performs a task Consider for a qual** 
Over 60 percent of a specific pay grade 
performs a task 
Provides substantial support for 
a qual 
 
*This information is now being collected to help the Rating Review Panel answer the question as to 
whether tasks are being performed only to get quals signed off or whether they are a routine part of 
the ratings current world of work. 
 
**The 30-60% range of performance is the “gray area” for adoption of performance qualifications. The 
experience of the rating review panel must determine if tasks in this range are truly “core 
competencies” of the rating’s world of work. 
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The Complete “World of Work” 
 
It should be noted that the Performance Qualification Indications only represent that portion of the OA 
needed for the Rating Review.  The remainder of information contained in this report describes the 
complete “world of work” for the rating.  This information, i.e., Job Satisfaction and Career Intentions 
data, to name a couple, is used by the Rating Force Master Chief and Program Managers to help 
manage the rating. 
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
  Public Affairs 
24 
Participate in on-camera 
media interviews   
90.3 76.9 84.6 90.0 100.0 0.0 Monthly 4.A.02 / 
5.A.03   
13 Develop responses to queries  93.5 84.6 100.0 80.0 100.0 0.0 Monthly 4.A.03   
25 
Prepare a Coast Guard 
spokesperson for a media 
interview   
93.5 100.0 92.3 80.0 100.0 0.0 Monthly 
5.A.01/5.A.02   
17 
Facilitate a media visit as a 
Public Affairs escort   96.8 76.9 92.3 50.0 50.0 0.0 Monthly 5.A.01   
3 Arrange media visits   100.0 92.3 92.3 60.0 100.0 0.0 Monthly 5.A.05   
20 
Manage requests for CG 
participation in community 
events   
74.2 76.9 61.5 50.0 50.0 0.0 Monthly 
5.A.06   
14 Develop talking points   90.3 92.3 92.3 80.0 100.0 0.0 Monthly 5.A.07   
12 
Develop questions and 
answers   93.5 100.0 92.3 80.0 100.0 0.0 Monthly 5.A.07   
11 Develop command messages  90.3 92.3 92.3 70.0 100.0 0.0 Monthly 5.A.07   
10 
Develop background 
information   71.0 53.8 92.3 70.0 100.0 0.0 Monthly 5.A.07   
4 Assemble a press pack   93.5 84.6 92.3 40.0 100.0 0.0 
Semi-
Annual 5.A.08   
  
Establish a media response 
center 
              
5.A.09 
Not validated for the 
survey by SMEs 
27 
Provide public affairs guidance 
to CG units  
87.1 100.0 84.6 90.0 100.0 0.0 Monthly 
5.A.10   
6 
Coordinate a media production 
project   51.6 69.2 76.9 60.0 100.0 0.0 
Semi-
Annual 5.A.11   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
29 
Release information in 
coordination with multiple 
agencies   
87.1 84.6 84.6 80.0 100.0 0.0 Monthly 
6.A.01   
8 Coordinate news briefings   74.2 61.5 84.6 60.0 100.0 0.0 
Semi-
Annual 6.A.02   
1 Arrange a press pool   61.3 69.2 76.9 60.0 100.0 0.0 
Semi-
Annual 6.A.03   
31 
Serve as Assistant Information 
Officer in a Joint Information 
Center (JIC)   
19.4 53.8 53.8 80.0 100.0 0.0 Semi-Annual 7.A.01   
15 
Establish a Joint Information 
Center (JIC)   
41.9 69.2 76.9 70.0 100.0 0.0 Semi-Annual 7.A.01   
9 Coordinate news conferences  64.5 46.2 84.6 50.0 100.0 0.0 
Semi-
Annual 7.A.02   
5 
Assess Coast Guard related 
media coverage   
77.4 92.3 100.0 90.0 100.0 100.0 Daily 
7.A.03   
32 
Visit local media outlets within 
your AOR  
80.6 69.2 84.6 70.0 100.0 0.0 Semi-Annual Potential   
30 
Review a news release for 
SAPP   96.8 92.3 84.6 90.0 100.0 0.0 Weekly Potential   
28 
Reconnoiter a site for press 
conferences  
38.7 38.5 69.2 60.0 100.0 0.0 Semi-Annual Potential   
26 
Prepare Coast Guard 
spokesperson for an editorial 
board  
9.7 7.7 38.5 50.0 100.0 0.0 Semi-Annual Potential   
23 
Participate in off-camera 
media interviews  
90.3 84.6 84.6 90.0 100.0 0.0 Monthly 
Potential   
22 
Moderate media during a VIP 
visit  58.1 38.5 69.2 60.0 50.0 0.0 
Semi-
Annual Potential   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
21 Moderate a press conference  29.0 38.5 69.2 50.0 100.0 0.0 
Semi-
Annual Potential   
19 Localize a national campaign  48.4 76.9 69.2 60.0 100.0 0.0 
Semi-
Annual Potential   
18 
Identify subject matter experts 
for media responses  
90.3 84.6 84.6 80.0 100.0 0.0 Monthly 
Potential   
16 
Establish ground rules for 
media  90.3 76.9 84.6 60.0 100.0 0.0 Monthly Potential   
7 Coordinate media embeds  
74.2 76.9 92.3 40.0 100.0 0.0 Semi-Annual Potential   
2 Arrange an editorial board  6.5 15.4 46.2 50.0 100.0 0.0 Infrequent Potential   
  Writing 
39 Write a news release   96.8 100.0 92.3 60.0 50.0 0.0 Weekly 4.A.01   
  
Write news story in inverted 
pyramid format (Coast Guard 
message, report, directive, 
interviews, other written 
material) 
              
4.B.02 
Not validated for the 
survey by SMEs 
34 Write a feature story   93.5 100.0 100.0 30.0 0.0 0.0 Monthly 4.B.03   
40 Write a photo caption   100.0 100.0 100.0 40.0 50.0 0.0 Weekly 4.B.03   
41 Write a photo feature   80.6 76.9 92.3 10.0 50.0 0.0 Monthly 4.B.03   
45 Write a video caption  87.1 92.3 84.6 10.0 50.0 0.0 Monthly 4.B.03   
46 Write an audio file caption  64.5 69.2 76.9 10.0 50.0 0.0 
Semi-
Annual 4.B.03   
33 Localize published information  80.6 84.6 76.9 70.0 100.0 0.0 Monthly 5.B.02   
35 
Write a hometown news 
release  90.3 76.9 76.9 10.0 50.0 0.0 
Semi-
Annual Potential   
36 Write a media advisory  87.1 100.0 92.3 60.0 100.0 0.0 Monthly Potential   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
37 
Write a narrative for multi-
media production  
35.5 53.8 61.5 10.0 50.0 0.0 Monthly 
Potential   
38 Write a news feature   90.3 92.3 92.3 20.0 50.0 0.0 
Semi-
Annual Potential   
42 
Write a public service 
announcement  48.4 30.8 7.7 30.0 0.0 0.0 Infrequent Potential   
43 Write a public service award  9.7 15.4 7.7 30.0 0.0 0.0 Infrequent Potential   
44 Write a radio beeper  22.6 30.8 30.8 20.0 0.0 0.0 
Semi-
Annual Potential   
  Web-Based Skills  
54 Format news releases   87.1 92.3 92.3 50.0 100.0 0.0 Weekly 5.C.01   
  
Document Coast Guard 
operations using a video 
camera 
              
5.D.02 
Not validated for the 
survey by SMEs 
47 
Activate a crisis response web 
site  38.7 53.8 53.8 70.0 50.0 0.0 
Semi-
Annual Potential   
48 Create media distribution list  87.1 84.6 76.9 60.0 50.0 0.0 
Semi-
Annual Potential   
49 
Create multi-media hyperlink 
on a web site  
77.4 69.2 92.3 50.0 100.0 0.0 Monthly 
Potential   
50 
Distribute audio file 
electronically  77.4 84.6 84.6 60.0 50.0 0.0 Monthly Potential   
51 
Distribute photo file 
electronically  96.8 92.3 100.0 60.0 50.0 0.0 Weekly Potential   
52 
Distribute video file 
electronically  93.5 92.3 92.3 60.0 50.0 0.0 Monthly Potential   
53 
Format a 508 compliant web 
page  45.2 53.8 53.8 40.0 50.0 0.0 
Semi-
Annual Potential   
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report                                                                                                                                                                 February 2009 
 
  
12
PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
55 
Generate an activity report 
from a crisis news site  
25.8 23.1 38.5 60.0 100.0 0.0 Semi-Annual Potential   
56 Identify emerging media  54.8 46.2 53.8 90.0 100.0 100.0 
Semi-
Annual Potential   
57 Respond to web-based inquiry 87.1 84.6 92.3 40.0 100.0 100.0 Weekly Potential   
58 
Review content of unit web 
sites within your AOR  
54.8 53.8 46.2 50.0 0.0 0.0 Weekly 
Potential   
59 
Review web site for 508 
compliance  38.7 46.2 46.2 40.0 0.0 0.0 Monthly Potential   
60 Update news site homepage  80.6 76.9 100.0 40.0 0.0 0.0 Weekly Potential   
61 
Update standard media 
distribution list  87.1 84.6 76.9 40.0 0.0 0.0 
Semi-
Annual Potential   
62 Upload audio files  80.6 92.3 84.6 60.0 0.0 0.0 Monthly Potential   
63 Upload photo files  100.0 92.3 100.0 60.0 0.0 0.0 Weekly Potential   
64 Upload video files  96.8 92.3 92.3 60.0 0.0 0.0 Monthly Potential   
  Multi-media 
75 Shoot photographs   100.0 100.0 100.0 60.0 0.0 0.0 Weekly 4.D.01   
67 
Maintain photography 
equipment   96.8 100.0 100.0 50.0 0.0 0.0 Weekly 5.D.01   
68 Maintain video equipment   96.8 92.3 92.3 40.0 0.0 0.0 Weekly 5.D.01   
69 Release audio  77.4 76.9 84.6 70.0 50.0 0.0 Monthly 5.D.03   
70 Release still imagery  93.5 92.3 92.3 80.0 50.0 0.0 Weekly 5.D.03   
71 Release video  90.3 92.3 92.3 80.0 50.0 0.0 Monthly 5.D.03   
65 Capture audio files  74.2 69.2 69.2 40.0 50.0 0.0 
Semi-
Annual Potential   
66 Draft a story board  64.5 53.8 61.5 30.0 50.0 0.0 
Semi-
Annual Potential   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
72 Review audio for SAPP  77.4 84.6 84.6 90.0 100.0 0.0 
Semi-
Annual Potential   
73 Review photographs for SAPP 96.8 92.3 100.0 90.0 100.0 0.0 Weekly Potential   
74 Review video for SAPP  96.8 84.6 92.3 90.0 100.0 0.0 Weekly Potential   
76 Shoot video  96.8 92.3 92.3 40.0 50.0 0.0 Weekly Potential   
  Editing, Production and Layout 
80 Edit still imagery  100.0 100.0 100.0 90.0 50.0 0.0 Weekly 4.D.02    
83 Edit written material   93.5 84.6 100.0 90.0 100.0 0.0 Weekly 4.E.01   
77 Create layouts for publication   38.7 84.6 61.5 40.0 0.0 0.0 
Semi-
Annual 6.E.01   
78 Design graphics   41.9 46.2 30.8 30.0 0.0 0.0 
Semi-
Annual Potential   
79 Edit audio files  74.2 76.9 76.9 70.0 50.0 0.0 
Semi-
Annual Potential   
81 Edit video imagery  100.0 92.3 92.3 90.0 50.0 0.0 Monthly Potential   
84 
Produce audio files in different 
formats  61.3 61.5 69.2 60.0 50.0 0.0 
Semi-
Annual Potential   
85 
Produce still imagery in 
different formats  
74.2 76.9 84.6 60.0 50.0 0.0 Weekly 
Potential   
86 
Produce video imagery in 
different formats  
80.6 76.9 84.6 60.0 50.0 0.0 Monthly 
Potential   
  Administrative, Management and Logistics 
107 Market a news release  93.5 84.6 84.6 30.0 50.0 0.0 Weekly 4.B.01   
87 Administer a speaker’s bureau  54.8 38.5 30.8 20.0 0.0 0.0 
Semi-
Annual 5.A.04   
104 Market a feature story   90.3 84.6 84.6 40.0 50.0 0.0 
Semi-
Annual 5.B.01   
106 Market a media advisory   93.5 76.9 84.6 30.0 50.0 0.0 Monthly 5.B.01   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
111 
Provide Public Affairs training 
for units within your AOR   
74.2 76.9 69.2 80.0 50.0 0.0 Semi-Annual 6.F.01   
102 
Manage Public Affairs training 
for units within your AOR   
58.1 61.5 61.5 60.0 50.0 0.0 Semi-Annual 7.F.01   
94 
Develop a communication plan 
for a Public Affairs event   
45.2 38.5 76.9 80.0 100.0 0.0 Monthly 
7.F.02   
95 
Develop a communication plan 
for a Public Affairs issue   
35.5 38.5 69.2 80.0 100.0 0.0 Monthly 
7.F.02   
112 
Update Public Affairs annex 
(F) of the unit SOP   
19.4 15.4 53.8 60.0 100.0 0.0 Infrequent 
7.F.03   
88 Arrange loan of service art  19.4 7.7 23.1 40.0 0.0 0.0 Infrequent Potential   
89 
Coordinate a media visit to a 
CG unit  90.3 84.6 92.3 50.0 100.0 0.0 Monthly Potential   
90 Coordinate artist visits  19.4 15.4 46.2 20.0 0.0 0.0 Infrequent Potential   
91 
Coordinate loan of static 
display  45.2 46.2 23.1 30.0 0.0 0.0 
Semi-
Annual Potential   
92 
Coordinate release of imagery 
from units within AOR  
87.1 84.6 84.6 60.0 100.0 0.0 Monthly 
Potential   
93 
Create a Public Affairs 
Guidance (PAG) document  
61.3 76.9 76.9 70.0 100.0 0.0 Semi-Annual Potential   
96 
Maintain a unit public affairs 
contact list within your AOR  
74.2 61.5 76.9 50.0 50.0 0.0 Monthly 
Potential   
97 
Maintain deployable Public 
Affairs response kit  
71.0 76.9 76.9 50.0 50.0 0.0 Monthly 
Potential   
98 
Maintain historical file on major 
incidents   
71.0 38.5 76.9 20.0 0.0 0.0 Monthly 
Potential   
99 
Maintain Public Affairs photo 
archives   77.4 76.9 76.9 40.0 0.0 0.0 Monthly Potential   
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PUBLIC AFFAIRS SPECIALIST RATING PERFORMANCE QUALIFICATION DATA – HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL - CURRENT PERFORMANCE QUALIFICATIONS AND POTENTIAL NEW ONES 
    E4 E5 E6 E7 E8 E9 
Frequency
Current EPQ 
Ref # and 
Potential 
New EPQs 
SME Panel 
Recommendations  
Survey 
Question 
Respondents by Pay Grade> 35 13 13 10 2 1 
Task Percent Performance by Pay Grade 
100 
Maintain Public Affairs video 
archives   77.4 84.6 76.9 40.0 0.0 0.0 Monthly Potential   
101 
Manage Public Affairs photo 
archives   67.7 53.8 53.8 60.0 0.0 0.0 Monthly Potential   
103 
Manage Public Affairs video 
archives   61.3 30.8 69.2 50.0 0.0 0.0 
Semi-
Annual Potential   
105 
Market a hometown news 
release  96.8 69.2 76.9 10.0 50.0 0.0 
Semi-
Annual Potential   
108 Market multi-media  80.6 76.9 76.9 40.0 50.0 0.0 Monthly Potential   
109 
Prepare a daily electronic 
news gathering report (i.e., 
newsclips)  
83.9 76.9 92.3 10.0 0.0 0.0 Daily 
Potential   
110 
Produce media assessment 
report  41.9 46.2 69.2 50.0 0.0 0.0 
Semi-
Annual Potential   
113 
Update Public Affairs Office 
internal SOP  
32.3 38.5 69.2 80.0 100.0 0.0 Infrequent 
Potential   
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Tools, Equipment, and Software Analysis 
 
The table below shows the percent by pay grade of all tools, equipment, and software used by 
Public Affairs Specialists on the job.  The tools, equipment, and software list was developed by SMEs 
during the task validation meeting.  We highlighted the data for each pay grade showing usage at the 
30% or greater level.  Program Managers and curriculum developers may use this data to further 
refine performance qualifications and school curriculum.  
 
PUBLIC AFFAIRS SPECIALIST - TOOLS, EQUIPMENT, AND SOFTWARE USED 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade>  35 13 13 10 2 1 
Tools, Equipment, & Software Percent 
1 A/V rack  61.3 76.9 69.2 60.0 50.0 0.0 
2 Adobe After Effects  25.8 15.4 23.1 20.0 50.0 0.0 
3 Adobe Illustrator  38.7 23.1 38.5 20.0 50.0 0.0 
4 Adobe Indesign  22.6 30.8 46.2 30.0 0.0 0.0 
5 Adobe Page Maker  32.3 7.7 23.1 30.0 0.0 0.0 
6 Adobe Photoshop  100.0 92.3 100.0 90.0 100.0 0.0 
7 Adobe Premier  35.5 30.8 30.8 30.0 50.0 0.0 
8 Backdrops  25.8 38.5 15.4 30.0 50.0 0.0 
9 Boom microphone  19.4 15.4 30.8 10.0 50.0 0.0 
10 Cable TV  87.1 92.3 92.3 70.0 100.0 100.0
11 Camera bag  96.8 100.0 100.0 70.0 50.0 0.0 
12 CD/DVD Reader Writer  93.5 92.3 92.3 80.0 50.0 100.0
13 Cell Phone  100.0 100.0 100.0 90.0 100.0 100.0
14 Coast Guard Public Affairs Manual  93.5 100.0 92.3 100.0 100.0 100.0
15 Current AP Style book  93.5 84.6 92.3 100.0 100.0 100.0
16 Digital Audio Recorder  80.6 92.3 53.8 40.0 50.0 0.0 
17 Digital Beta machines  3.2 7.7 7.7 20.0 0.0 0.0 
18 Digital Camera  93.5 92.3 100.0 70.0 100.0 0.0 
19 Digital Video Camera  93.5 92.3 100.0 60.0 100.0 0.0 
20 Digital Video Recorder  64.5 69.2 84.6 50.0 50.0 0.0 
21 DVD recorders  80.6 84.6 61.5 50.0 50.0 0.0 
22 Electronic Flash  93.5 100.0 92.3 60.0 100.0 0.0 
23 Electronic Storage  74.2 84.6 76.9 60.0 50.0 0.0 
24 Fax Machine  80.6 92.3 69.2 80.0 0.0 100.0
25 Flip 4 MAC  61.3 61.5 84.6 50.0 50.0 0.0 
26 Internet Search engine  96.8 100.0 100.0 90.0 50.0 0.0 
27 Laptop Computer  96.8 92.3 100.0 80.0 100.0 100.0
28 Light Meter  35.5 7.7 0.0 30.0 0.0 0.0 
29 Lighting Systems  48.4 46.2 38.5 30.0 50.0 0.0 
30 Microsoft Access  38.7 23.1 38.5 10.0 50.0 100.0
31 Microsoft Excel  77.4 76.9 84.6 90.0 100.0 100.0
32 Microsoft Internet Explorer  96.8 92.3 100.0 100.0 100.0 100.0
33 Microsoft Outlook  96.8 100.0 92.3 100.0 100.0 100.0
34 Microsoft Power Point  83.9 92.3 92.3 100.0 50.0 100.0
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PUBLIC AFFAIRS SPECIALIST - TOOLS, EQUIPMENT, AND SOFTWARE USED 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade>  35 13 13 10 2 1 
Tools, Equipment, & Software Percent 
35 Microsoft Word  100.0 100.0 100.0 100.0 100.0 100.0
36 Mini DV video deck  87.1 76.9 76.9 50.0 50.0 0.0 
37 Mono pod  58.1 69.2 46.2 40.0 50.0 0.0 
38 Multiple Audio Box (MULT-BOX)  22.6 15.4 23.1 20.0 50.0 0.0 
39 Non-standard workstation  83.9 76.9 100.0 80.0 100.0 100.0
40 PDA   35.5 38.5 53.8 40.0 50.0 0.0 
41 Photographic Printer  64.5 76.9 61.5 60.0 100.0 0.0 
42 PIER System Internet Service  96.8 92.3 92.3 100.0 100.0 100.0
43 Projection Screen  64.5 30.8 30.8 20.0 50.0 100.0
44 Projector  74.2 61.5 46.2 60.0 0.0 0.0 
45 
Public Address System (e.g., 
sound/amplifying system)  
29.0 7.7 15.4 10.0 50.0 0.0 
46 Static Display  58.1 38.5 46.2 40.0 50.0 0.0 
47 Still Camera  71.0 61.5 100.0 50.0 0.0 0.0 
48 SWSIII Computer  54.8 76.9 100.0 90.0 50.0 100.0
49 Tactical PA pack (TACPAC)  19.4 30.8 30.8 0.0 50.0 0.0 
50 Tactical PA vest  9.7 15.4 7.7 10.0 0.0 0.0 
51 Thesaurus  74.2 76.9 69.2 70.0 100.0 100.0
52 
Trade Publications (PR Newswire, Tactics, 
etc)  
54.8 53.8 61.5 30.0 100.0 100.0
53 Tri-pod  90.3 92.3 84.6 60.0 0.0 0.0 
54 VCR  83.9 84.6 76.9 50.0 50.0 100.0
55 VHF-FM Radio  41.9 23.1 30.8 10.0 0.0 0.0 
56 Video/TV Monitor  93.5 69.2 84.6 60.0 100.0 100.0
57 Web Page Design Software  35.5 30.8 23.1 30.0 0.0 100.0
58 Webster’s Dictionary  87.1 69.2 69.2 90.0 100.0 100.0
59 Wireless card  77.4 84.6 61.5 70.0 100.0 0.0 
60 Wireless Microphone  67.7 76.9 69.2 50.0 100.0 0.0 
61 Wireless router  48.4 61.5 30.8 30.0 100.0 100.0
62 Other  9.7 38.5 30.8 0.0 0.0 0.0 
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Demographic Data Analysis 
 
The demographic data on the following pages provide additional descriptions of the PA “world of 
work.”   The tables and charts for these demographics are “snapshots” of the current PA workforce.   
 
 INTERPRETING CHARTS 
 Frequency Number of responses. 
 Missing System 
Number of survey items for which the respondent 
selected no answer. 
 Valid Percent 
Excludes respondents that did not answer the 
question. 
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Current Duty Status 
 
 
What is your current duty status? 
  Frequency Valid Percent
Valid Active 74 100.0 
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Time Aboard 
 
 
How long have you been at your present unit?
  Frequency Valid Percent
Valid Less than 4 months  7 9.5 
4-6 months   5 6.8 
6-12 months   10 13.5 
1-2 years   21 28.4 
2-4 years   29 39.2 
Over 4 years 2 2.7 
Total 74 100.0 
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Current Pay Grade 
        
What is your current pay grade? 
  Frequency Valid Percent 
Valid E4 35 47.3 
E5 13 17.6 
E6 13 17.6 
E7 10 13.5 
E8 2 2.7 
E9 1 1.4 
Total 74 100.0 
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Gender 
 
What is your gender? 
  Frequency Valid Percent
Valid Male 54 73.0 
Female 20 27.0 
Total 74 100.0 
 
 
 
 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report                                                                        February 2009 
 
 23 
Senior PA Aboard 
 
Are you the senior Public Affairs Specialist 
aboard your current unit? 
  Frequency Valid Percent 
Valid Yes 22 29.7 
No 52 70.3 
Total 74 100.0 
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Only PA Aboard 
 
Are you the only Public Affairs Specialist 
aboard your current unit? 
  Frequency Valid Percent 
Valid Yes 2 2.7 
No 72 97.3 
Total 74 100.0 
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Number Supervised 
 
How many people do you supervise? 
  Frequency Valid Percent
Valid 0 32 43.2 
1 7 9.5 
2 14 18.9 
3 10 13.5 
4 2 2.7 
5 4 5.4 
6 or more 5 6.8 
Total 74 100.0 
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Hours Worked Per Week 
 
How long is your typical work week in hours? 
(excluding your watch hours) 
  Frequency Valid Percent
Valid 40-45 35 47.3 
46-50 24 32.4 
51-55 9 12.2 
56-60 2 2.7 
More than 60 4 5.4 
Total 74 100.0 
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Hours Standing Watch Per Week 
      
On average, how many hours per week do you 
stand a watch? 
  Frequency Valid Percent
Valid 0 22 29.7 
1-4 3 4.1 
5-8 5 6.8 
9-12 2 2.7 
13-24 3 4.1 
More than 24 39 52.7 
Total 74 100.0 
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Hours Per Day Spent on a Computer 
 
How many hours per day do you spend using a 
standard computer workstation on the job? 
  Frequency Valid Percent 
Valid 1-2 hours 2 2.7 
3-4 hours 12 16.2 
Over 4 hours 60 81.1 
Total 74 100.0 
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First Assignment as a PA 
 
Is your current job your first assignment as 
a Public Affairs Specialist? 
  Frequency Valid Percent 
Valid Yes 41 55.4 
No 33 44.6 
Total 74 100.0 
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Rating Related Schools 
 
Rating Related Schools 
PA Percent 
Attended 
Basic Public Affairs Specialist-Writer (PA “A” School) 98.6 
Intermediate Photojournalist Course (IPC) 31.1 
Coast Guard Public Affairs Course (CGPAC) 28.4 
Joint Public Affairs Supervisor Course (JPASC) 21.6 
Other 14.9 
Digital Multimedia Course 13.5 
Senior Enlisted Public Affairs Workshop (SEPAW) 10.8 
Public Affairs Advanced Education Program 6.8 
Editor’s Course (EC) 5.4 
 
Non-Rating Related Schools 
 
Non-rating Related Schools 
PA Percent 
Attended 
ICS 100 95.7 
ICS 200 92.9 
ICS 300 70.0 
ICS 700 68.6 
ICS 800 64.3 
ICS 400 57.1 
Leadership and Management School (LAMS) 52.9 
First Aid 32.9 
CPR 30.0 
Firefighting (General Shipboard) 25.7 
Boarding Team Member 24.3 
Other 22.9 
LUFS (Advanced) 22.8 
CPO Academy 14.3 
Firefighting (Advance Shipboard) 12.9 
Digital Imaging 10.0 
Instructor Course 10.0 
Damage Control Petty Officer 7.1 
Defensive Tactics 7.1 
Unit Safety Coordinator 7.1 
Basic Instructor Course (BIC) 5.7 
Health Promotion Coordinator 5.7 
Public Affairs Officer (PAO) 5.7 
Federal Law Enforcement Training 4.3 
Regional Fisheries training (any) 4.3 
Lifesaver 4.3 
Facilitator 2.9 
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Non-rating Related Schools 
PA Percent 
Attended 
LUFS (Basic) 2.9 
Website Development 2.9 
CDAR 2.8 
MLE School 2.8 
3M Coordinator 1.4 
Drug Enforcement 1.4 
Emergency Medical Technician (EMT) 1.4 
Mentor Training 1.4 
 
 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report                                                                        February 2009 
 
 32 
Job Satisfaction for PAs 
 
Public Affairs Specialist Job Satisfaction 
1 = Least Satisfied 9 = Most Satisfied 
Job Satisfaction Statement Average
The opportunity I have to exercise personal initiative on my job. 7.2 
The amount of responsibility I have on my job. 7.1 
My present living conditions. 7.0 
The benefits aside from pay. 7.0 
My Coast Guard career to date. 6.9 
The Coast Guard as a whole. 6.9 
The contribution my work makes in meeting mission objectives. 6.7 
The amount of challenge my job provides. 6.7 
The cooperation and support I receive from my co-workers. 6.5 
The performance of my subordinates. 6.4 
The performance of my co-workers. 6.4 
The way I get along with my superiors. 6.4 
The amount of time I’m given to complete my duties. 6.4 
My unit as a whole. 6.4 
The military retirement system as it applies to me. 6.4 
The kinds of primary duties I perform on my present job. 6.3 
The amount of work I must do in my present job. 6.3 
The support I receive from maintenance support staff (IT & ET or civilian counterparts). 6.3 
My present job as a whole. 6.2 
The performance of my immediate superiors. 6.2 
The way my skills, knowledge, and training are used in my present job. 6.2 
The requirements for advancement within my rating. 6.2 
The feedback my superiors give me on my performance. 6.0 
The task direction and support given by my superiors. 5.9 
The pay I receive for the amount of work done. 5.9 
The kinds of collateral duties I perform on my present job. 5.9 
My present working conditions. 5.8 
The amount and timeliness of information I am given to do my job. 5.8 
The geographical location of my present unit. 5.7 
The opportunity for advancement in my career field. 5.7 
The amount of recognition I receive for doing good work. 5.7 
The morale of my unit. 5.5 
The selective reenlistment bonus for my rating. 5.5 
The resources (equipment, supplies and staff) I am given to do my job. 5.4 
The training I receive for my present job. 5.0 
The support I receive from support ratings (YN, SK, HS). 5.0 
The availability of rate-related training. 4.8 
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Career Intentions Data  
 
The following pages illustrate the PA population’s responses to the three Standardized Career 
Intentions questions asked on all OA surveys. 
 
Career Goals 
 
Which of the following most closely matches your career goals when 
you entered the Coast Guard? 
  Frequency Valid Percent 
Valid Do my obligated service 
and get out. 19 25.7 
Work in my rating until 
something else comes 
along. 
15 20.3 
Work my way up to 
Master Chief in my rating. 16 21.6 
Earn a commission as a 
Chief Warrant Officer. 18 24.3 
Earn a commission as an 
Ensign (or higher). 6 8.1 
Total 74 100.0 
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If I Could Get Out… 
  
 
If the Coast Guard allowed me to get out whenever I wanted 
to, I would 
  Frequency Valid Percent 
Valid Get out right away. 1 1.4 
Get out at my earliest 
convenience, but not right 
away. 
10 13.5 
Wait until my current 
enlistment is up, and then 
get out. 
9 12.2 
Stay beyond my current 
enlistment, but not for 20 
years. 
9 12.2 
Retire at 20 years. 18 24.3 
Stay beyond 20 years and 
retire at my earliest 
convenience. 
17 23.0 
Stay for as long as 
possible. 
10 13.5 
Total 74 100.0 
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Career What I Thought 
    
My career as an Public Affairs Specialist has 
been what I thought it would 
  Frequency Valid Percent 
Valid Agree   53 71.6 
Disagree 21 28.4 
Total 74 100 
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Computer Related Questions 
 
This OA was based solely on data collected from the on-line survey instrument.  These questions 
were included on the survey to determine if computer-related issues had a significant impact on the 
amount and quality of data collected.   
 
Problems Accessing a Computer 
     
Did you have any problems getting access 
to a computer to complete this survey? 
  Frequency Valid Percent 
Valid Yes 2 2.7 
No 72 97.3 
Total 74 100.0 
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Problems Completing Survey On-line 
 
Did you experience any problems 
completing this survey on-line? 
  Frequency Valid Percent 
Valid Yes 1 1.4 
No 73 98.6 
Total 74 100.0 
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Time to Complete the Survey 
 
How many HOURS did it take you to complete this 
survey? 
  Frequency Valid Percent 
Valid Less than 1.0 Hour 51 68.9 
1.0 to 1.5 Hours 21 28.4 
1.5 to 2.0 Hours 1 1.4 
2.0 to 2.5 Hours 1 1.4 
Total 74 100.0 
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Final Synopsis 
 
This OA report presents a detailed description of the PA rating as it exists today.  Using data drawn 
from 96 working Public Affairs Specialists, this information forms the foundation for future decisions 
about the PA rating.  
 
Additionally, this report paints a complete picture of the PAs “world of work”.  Data related to 
Demographics, Job Satisfaction and Career Intentions should be used by the Rating Force Master 
Chief and program managers to help shape the future of the rating and the Coast Guard. 
 
 
 
 
 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix A                                                             February 2009 
 
 
 
 
 
 
PUBLIC AFFAIRS SPECIALIST 
OCCUPATIONAL ANALYSIS REPORT 
 
APPENDIX A 
 
 
 
PUBLIC AFFAIRS SPECIALIST – ACTIVE DUTY ALL TASKS 
HIGHLIGHTED BY PAY GRADES PERFORMING AT 30 
PERCENT OR HIGHER LEVEL 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
FEBRUARY 2009 
Mr. William D. Seletyn 
CWO Antonio Varner 
 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix A                                                                        February 2009 
 
 A-1 
 
PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
  Public Affairs 
1 Arrange a press pool   61.3 69.2 76.9 60.0 100.0 0.0 
2 Arrange an editorial board  6.5 15.4 46.2 50.0 100.0 0.0 
3 Arrange media visits   100.0 92.3 92.3 60.0 100.0 0.0 
4 Assemble a press pack   93.5 84.6 92.3 40.0 100.0 0.0 
5 
Assess Coast Guard related media 
coverage   77.4 92.3 100.0 90.0 100.0 100.0
6 
Coordinate a media production 
project   51.6 69.2 76.9 60.0 100.0 0.0 
7 Coordinate media embeds  74.2 76.9 92.3 40.0 100.0 0.0 
8 Coordinate news briefings   74.2 61.5 84.6 60.0 100.0 0.0 
9 Coordinate news conferences   64.5 46.2 84.6 50.0 100.0 0.0 
10 Develop background information   71.0 53.8 92.3 70.0 100.0 0.0 
11 Develop command messages   90.3 92.3 92.3 70.0 100.0 0.0 
12 Develop questions and answers   93.5 100.0 92.3 80.0 100.0 0.0 
13 Develop responses to queries   93.5 84.6 100.0 80.0 100.0 0.0 
14 Develop talking points   90.3 92.3 92.3 80.0 100.0 0.0 
15 
Establish a Joint Information Center 
(JIC)   41.9 69.2 76.9 70.0 100.0 0.0 
16 Establish ground rules for media  90.3 76.9 84.6 60.0 100.0 0.0 
17 
Facilitate a media visit as a Public 
Affairs escort   
96.8 76.9 92.3 50.0 50.0 0.0 
18 
Identify subject matter experts for 
media responses  
90.3 84.6 84.6 80.0 100.0 0.0 
19 Localize a national campaign  48.4 76.9 69.2 60.0 100.0 0.0 
20 
Manage requests for CG 
participation in community events   
74.2 76.9 61.5 50.0 50.0 0.0 
21 Moderate a press conference  29.0 38.5 69.2 50.0 100.0 0.0 
22 Moderate media during a VIP visit  58.1 38.5 69.2 60.0 50.0 0.0 
23 
Participate in off-camera media 
interviews  90.3 84.6 84.6 90.0 100.0 0.0 
24 
Participate in on-camera media 
interviews   90.3 76.9 84.6 90.0 100.0 0.0 
25 
Prepare a Coast Guard 
spokesperson for a media interview  
93.5 100.0 92.3 80.0 100.0 0.0 
26 
Prepare Coast Guard 
spokesperson for an editorial board 
9.7 7.7 38.5 50.0 100.0 0.0 
27 
Provide public affairs guidance to 
CG units  87.1 100.0 84.6 90.0 100.0 0.0 
28 
Reconnoiter a site for press 
conferences  38.7 38.5 69.2 60.0 100.0 0.0 
29 
Release information in coordination 
with multiple agencies   
87.1 84.6 84.6 80.0 100.0 0.0 
30 Review a news release for SAPP   96.8 92.3 84.6 90.0 100.0 0.0 
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PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
31 
Serve as Assistant Information 
Officer in a Joint Information Center 
(JIC)   
19.4 53.8 53.8 80.0 100.0 0.0 
32 
Visit local media outlets within your 
AOR  80.6 69.2 84.6 70.0 100.0 0.0 
  Writing 
33 Localize published information   80.6 84.6 76.9 70.0 100.0 0.0 
34 Write a feature story   93.5 100.0 100.0 30.0 0.0 0.0 
35 Write a hometown news release  90.3 76.9 76.9 10.0 50.0 0.0 
36 Write a media advisory  87.1 100.0 92.3 60.0 100.0 0.0 
37 
Write a narrative for multi-media 
production  35.5 53.8 61.5 10.0 50.0 0.0 
38 Write a news feature   90.3 92.3 92.3 20.0 50.0 0.0 
39 Write a news release   96.8 100.0 92.3 60.0 50.0 0.0 
40 Write a photo caption   100.0 100.0 100.0 40.0 50.0 0.0 
41 Write a photo feature   80.6 76.9 92.3 10.0 50.0 0.0 
42 
Write a public service 
announcement  48.4 30.8 7.7 30.0 0.0 0.0 
43 Write a public service award  9.7 15.4 7.7 30.0 0.0 0.0 
44 Write a radio beeper  22.6 30.8 30.8 20.0 0.0 0.0 
45 Write a video caption  87.1 92.3 84.6 10.0 50.0 0.0 
46 Write an audio file caption  64.5 69.2 76.9 10.0 50.0 0.0 
  Web Based Skills 
47 Activate a crisis response web site  38.7 53.8 53.8 70.0 50.0 0.0 
48 Create media distribution list  87.1 84.6 76.9 60.0 50.0 0.0 
49 
Create multi-media hyperlink on a 
web site  77.4 69.2 92.3 50.0 100.0 0.0 
50 Distribute audio file electronically  77.4 84.6 84.6 60.0 50.0 0.0 
51 Distribute photo file electronically  96.8 92.3 100.0 60.0 50.0 0.0 
52 Distribute video file electronically  93.5 92.3 92.3 60.0 50.0 0.0 
53 Format a 508 compliant web page  45.2 53.8 53.8 40.0 50.0 0.0 
54 Format news releases   87.1 92.3 92.3 50.0 100.0 0.0 
55 
Generate an activity report from a 
crisis news site  
25.8 23.1 38.5 60.0 100.0 0.0 
56 Identify emerging media  54.8 46.2 53.8 90.0 100.0 100.0
57 Respond to web-based inquiry  87.1 84.6 92.3 40.0 100.0 100.0
58 
Review content of unit web sites 
within your AOR  
54.8 53.8 46.2 50.0 0.0 0.0 
59 
Review web site for 508 
compliance  38.7 46.2 46.2 40.0 0.0 0.0 
60 Update news site homepage  80.6 76.9 100.0 40.0 0.0 0.0 
61 
Update standard media distribution 
list  87.1 84.6 76.9 40.0 0.0 0.0 
62 Upload audio files  80.6 92.3 84.6 60.0 0.0 0.0 
63 Upload photo files  100.0 92.3 100.0 60.0 0.0 0.0 
64 Upload video files  96.8 92.3 92.3 60.0 0.0 0.0 
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PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
  Multi-media 
65 Capture audio files  74.2 69.2 69.2 40.0 50.0 0.0 
66 Draft a story board  64.5 53.8 61.5 30.0 50.0 0.0 
67 Maintain photography equipment   96.8 100.0 100.0 50.0 0.0 0.0 
68 Maintain video equipment   96.8 92.3 92.3 40.0 0.0 0.0 
69 Release audio  77.4 76.9 84.6 70.0 50.0 0.0 
70 Release still imagery  93.5 92.3 92.3 80.0 50.0 0.0 
71 Release video  90.3 92.3 92.3 80.0 50.0 0.0 
72 Review audio for SAPP  77.4 84.6 84.6 90.0 100.0 0.0 
73 Review photographs for SAPP  96.8 92.3 100.0 90.0 100.0 0.0 
74 Review video for SAPP  96.8 84.6 92.3 90.0 100.0 0.0 
75 Shoot photographs   100.0 100.0 100.0 60.0 0.0 0.0 
76 Shoot video  96.8 92.3 92.3 40.0 50.0 0.0 
  Editing, Production and Layout 
77 Create layouts for publication   38.7 84.6 61.5 40.0 0.0 0.0 
78 Design graphics   41.9 46.2 30.8 30.0 0.0 0.0 
79 Edit audio files  74.2 76.9 76.9 70.0 50.0 0.0 
80 Edit still imagery  100.0 100.0 100.0 90.0 50.0 0.0 
81 Edit video imagery  100.0 92.3 92.3 90.0 50.0 0.0 
82 Edit written material   93.5 84.6 100.0 90.0 100.0 0.0 
83 
Produce audio files in different 
formats  61.3 61.5 69.2 60.0 50.0 0.0 
84 
Produce still imagery in different 
formats  74.2 76.9 84.6 60.0 50.0 0.0 
85 
Produce video imagery in different 
formats  80.6 76.9 84.6 60.0 50.0 0.0 
  Administrative, Management and Logistics 
86 Administer a speaker’s bureau   54.8 38.5 30.8 20.0 0.0 0.0 
87 Arrange loan of service art  19.4 7.7 23.1 40.0 0.0 0.0 
88 
Coordinate a media visit to a CG 
unit  90.3 84.6 92.3 50.0 100.0 0.0 
89 Coordinate artist visits  19.4 15.4 46.2 20.0 0.0 0.0 
90 Coordinate loan of static display  45.2 46.2 23.1 30.0 0.0 0.0 
91 
Coordinate release of imagery from 
units within AOR  
87.1 84.6 84.6 60.0 100.0 0.0 
92 
Create a Public Affairs Guidance 
(PAG) document  
61.3 76.9 76.9 70.0 100.0 0.0 
93 
Develop a communication plan for 
a Public Affairs event   
45.2 38.5 76.9 80.0 100.0 0.0 
94 
Develop a communication plan for 
a Public Affairs issue   
35.5 38.5 69.2 80.0 100.0 0.0 
95 
Maintain a unit public affairs 
contact list within your AOR  
74.2 61.5 76.9 50.0 50.0 0.0 
96 
Maintain deployable Public Affairs 
response kit  
71.0 76.9 76.9 50.0 50.0 0.0 
97 
Maintain historical file on major 
incidents   71.0 38.5 76.9 20.0 0.0 0.0 
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PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
98 
Maintain Public Affairs photo 
archives   77.4 76.9 76.9 40.0 0.0 0.0 
99 
Maintain Public Affairs video 
archives   77.4 84.6 76.9 40.0 0.0 0.0 
100 
Manage Public Affairs photo 
archives   67.7 53.8 53.8 60.0 0.0 0.0 
101 
Manage Public Affairs training for 
units within your AOR   
58.1 61.5 61.5 60.0 50.0 0.0 
102 
Manage Public Affairs video 
archives   61.3 30.8 69.2 50.0 0.0 0.0 
103 Market a feature story   90.3 84.6 84.6 40.0 50.0 0.0 
104 Market a hometown news release  96.8 69.2 76.9 10.0 50.0 0.0 
105 Market a media advisory   93.5 76.9 84.6 30.0 50.0 0.0 
106 Market a news release  93.5 84.6 84.6 30.0 50.0 0.0 
107 Market multi-media  80.6 76.9 76.9 40.0 50.0 0.0 
108 
Prepare a daily electronic news 
gathering report (i.e., newsclips)  
83.9 76.9 92.3 10.0 0.0 0.0 
109 Produce media assessment report  41.9 46.2 69.2 50.0 0.0 0.0 
110 
Provide Public Affairs training for 
units within your AOR   
74.2 76.9 69.2 80.0 50.0 0.0 
111 
Update Public Affairs annex (F) of 
the unit SOP   
19.4 15.4 53.8 60.0 100.0 0.0 
112 
Update Public Affairs Office internal 
SOP  32.3 38.5 69.2 80.0 100.0 0.0 
  Law Enforcement 
113 Administer breathalyzer test  0.0 0.0 0.0 0.0 0.0 0.0 
114 Board a vessel  9.7 7.7 0.0 10.0 0.0 0.0 
115 Complete arrest sheets  0.0 0.0 0.0 0.0 0.0 0.0 
116 Control prisoners  6.5 0.0 0.0 0.0 0.0 0.0 
117 Inventory LE equipment  3.2 0.0 0.0 0.0 0.0 0.0 
118 Issue LE equipment  0.0 0.0 0.0 0.0 0.0 0.0 
119 Maintain custody of evidence  3.2 0.0 7.7 10.0 0.0 0.0 
120 Maintain LE equipment  3.2 0.0 0.0 0.0 0.0 0.0 
121 
Train personnel in Law 
Enforcement (LE)  3.2 0.0 0.0 0.0 0.0 0.0 
  Rating-Related Collateral Duties 
122 Public Affairs Duty Watch stander  93.5 84.6 76.9 40.0 50.0 0.0 
123 Other  19.4 23.1 23.1 20.0 50.0 100.0
  General Collateral Duties 
124 3M Coordinator  0.0 0.0 0.0 0.0 0.0 0.0 
125 ACMS Custodian  0.0 0.0 0.0 0.0 0.0 0.0 
126 
ADP Systems Security Officer 
(ADPSSO)  0.0 0.0 0.0 0.0 0.0 0.0 
127 Aerial Gunner  0.0 0.0 0.0 0.0 0.0 0.0 
128 Assistant Civil Rights Officer  0.0 0.0 0.0 0.0 0.0 0.0 
129 Assistant Mutual Assistance Officer 0.0 0.0 0.0 0.0 0.0 0.0 
130 Assistant Transportation Officer  0.0 0.0 0.0 0.0 0.0 0.0 
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PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
    E4 E5 E6 E7 E8 E9 
Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
131 Award Board Member  0.0 0.0 0.0 10.0 0.0 0.0 
132 Boarding Officer/Team Member  0.0 0.0 0.0 0.0 0.0 0.0 
133 Captain’s Mast Recorder  0.0 0.0 0.0 0.0 0.0 0.0 
134 Career Information Specialist  0.0 0.0 0.0 0.0 0.0 0.0 
135 
CISM (Critical Incident Stress 
Management) Team Member  
0.0 0.0 0.0 0.0 0.0 0.0 
136 Collateral QA Inspector  0.0 0.0 0.0 0.0 0.0 0.0 
137 Color Guard/Funeral Detail  3.2 23.1 0.0 0.0 0.0 0.0 
138 
Combined Federal Campaign 
(CFC) Coordinator  
6.5 0.0 0.0 10.0 50.0 100.0
139 
Command Assistant Casualty 
Officer (CACO)  
0.0 0.0 0.0 0.0 0.0 0.0 
140 
Command Drug and Alcohol Rep 
(CDAR)  0.0 0.0 7.7 0.0 50.0 0.0 
141 Command Duty Driver  6.5 30.8 7.7 0.0 0.0 0.0 
142 
Command Master 
Chief/Senior/Chief  0.0 0.0 0.0 10.0 50.0 0.0 
143 
Corrosion Prevention Advocate 
(CPA)  0.0 0.0 0.0 0.0 0.0 0.0 
144 Damage Control Petty Officer  0.0 0.0 0.0 0.0 0.0 0.0 
145 Duty Force Manager  0.0 0.0 0.0 0.0 0.0 0.0 
146 Duty Section Coordinator  0.0 7.7 15.4 10.0 0.0 0.0 
147 Education Counselor  0.0 0.0 0.0 0.0 0.0 0.0 
148 Emergency Medical Technician  0.0 0.0 0.0 0.0 0.0 0.0 
149 Enlisted Club Supervisor  0.0 0.0 0.0 0.0 0.0 0.0 
150 Financial Counselor  0.0 0.0 0.0 0.0 0.0 0.0 
151 Force Protection Officer  0.0 0.0 0.0 0.0 0.0 0.0 
152 Gas Free Engineer  0.0 0.0 0.0 0.0 0.0 0.0 
153 Hazardous Technician Coordinator  0.0 0.0 0.0 0.0 0.0 0.0 
154 Health Promotion Coordinator  0.0 0.0 0.0 0.0 50.0 0.0 
155 Human Relations Council Member  3.2 15.4 0.0 0.0 0.0 0.0 
156 JOOD  0.0 0.0 0.0 0.0 0.0 0.0 
157 Line Crew Supervisor  0.0 0.0 0.0 0.0 0.0 0.0 
158 Load Master  0.0 0.0 0.0 0.0 0.0 0.0 
159 
Maintenance Resource 
Management (MRM) Facilitator  
0.0 0.0 0.0 0.0 0.0 0.0 
160 Mail Custodian  0.0 0.0 0.0 0.0 0.0 0.0 
161 Mast Representative  0.0 0.0 0.0 0.0 0.0 0.0 
162 Master-At-Arms  0.0 0.0 0.0 0.0 0.0 0.0 
163 Morale Committee Member  16.1 7.7 0.0 0.0 0.0 0.0 
164 On-Board Training Team  0.0 0.0 0.0 0.0 0.0 0.0 
165 OOD  0.0 0.0 7.7 0.0 0.0 0.0 
166 
Per diem/Cost of Living Allowance 
Survey Team Member  
3.2 0.0 0.0 0.0 0.0 0.0 
167 Property Custodian  25.8 23.1 30.8 10.0 0.0 0.0 
168 Property Destruction Officer  3.2 7.7 7.7 0.0 0.0 0.0 
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PUBLIC AFFAIRS SPECIALIST - (ACTIVE DUTY) ALL TASKS HIGHLIGHTED BY 
PAYGRADES PERFORMING AT 30 PERCENT OR HIGHER LEVEL 
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Survey 
Question 
Respondents by Pay grade> 35 13 13 10 2 1 
Task Percent 
169 Publication Librarian  0.0 0.0 0.0 0.0 0.0 0.0 
170 Pyro Petty Officer  0.0 0.0 0.0 0.0 0.0 0.0 
171 Quality Assurance Inspector  0.0 0.0 0.0 0.0 0.0 0.0 
172 Respirator Program Coordinator  0.0 0.0 0.0 0.0 0.0 0.0 
173 Safety Petty Officer  6.5 0.0 0.0 0.0 0.0 0.0 
174 Security Force  0.0 0.0 0.0 0.0 0.0 0.0 
17 Sensor System Operator (SSO)  0.0 0.0 0.0 0.0 0.0 0.0 
176 Small Arms Instructor  0.0 0.0 0.0 0.0 0.0 0.0 
177 Sponsor Coordinator  0.0 0.0 0.0 0.0 0.0 0.0 
178 Supply Petty Officer  9.7 15.4 7.7 10.0 0.0 0.0 
179 SWIII Application Expert  0.0 0.0 0.0 0.0 0.0 0.0 
180 Tactical System Operator  0.0 0.0 0.0 0.0 0.0 0.0 
181 Tool Control Petty Officer  0.0 0.0 0.0 0.0 0.0 0.0 
182 Travel Charge Card Coordinator  3.2 0.0 0.0 0.0 0.0 0.0 
183 Unit Training Petty Officer  9.7 23.1 23.1 10.0 0.0 0.0 
184 Urinalysis Coordinator  0.0 7.7 0.0 0.0 0.0 0.0 
185 Verifying Official  0.0 0.0 0.0 0.0 0.0 0.0 
186 Voting Assistance Officer  0.0 0.0 0.0 0.0 0.0 0.0 
187 Watch Captain  0.0 0.0 7.7 0.0 0.0 0.0 
188 Weight Program Coordinator  0.0 0.0 0.0 10.0 0.0 0.0 
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Login Directions  
 
Please enter your Username and Password in the spaces provided: 
 
Username  
Password  
Login Cancel 
 
 
If you have any questions, please contact: 
uscgptcoa@uscg.mil 
Username: 
The Username is any name you select.  It is recommended that you 
use your initials + the last four digits of your EMPLID.  For example: 
JS1234 
AB2345  
Password: 
The password you will use was provided to you in the email notifying 
you of this survey. 
It is important that you remember both your Username and your Password so that 
you will be able to re-enter the survey should you not finish it for any reason.  Your 
Username will allow you to continue the survey where you left off in the event you 
are disconnected (however you must wait 30 minutes before logging in again). 
Public Affairs Specialist 
Occupational Survey 
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Click on "Next" to continue 
 
Previous Next 
 
 
 
This survey is designed to update the "World of Work" for Public Affairs Specialists 
throughout the Coast Guard.   Input from this survey will be used to refine 
performance qualifications, training courses, and service-wide examinations 
for the PA rating. 
Your participation is vital to capturing the current activities that are carried out by 
PAs. It is important that the contribution of all PAs be considered to develop a 
complete "picture" of the rating, as it exists today. 
The information will not be used to evaluate you as an individual, your supervisor, 
your subordinates, or your unit.   The information will not be entered into your 
personnel file.  
Please take the time to thoroughly respond to this survey so that the final analysis 
will accurately reflect what your rating does on the job today.  
This survey should take approximately 60 minutes to complete. 
Public Affairs Specialist 
Occupational Survey 
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Survey General Directions 
 
 
 
 
Click on "Next" to continue 
 
Previous Next 
 
 
 
It is strongly recommended that you complete the survey in one session.  However, 
if for any reason you are unable to complete the survey in one session you may exit 
your browser and resume the survey at a later time.  You can resume the survey 
from any computer with access to the Internet. 
If you exit your browser or lose your Internet connection you must WAIT 30 
MINUTES to log back in again.  
The survey program automatically logs you out after 30 minutes (TIMED-OUT) of 
inactivity but will permit you to log in again with your same Username and 
Password.  Whether you were TIMED-OUT or intentionally chose to quit the survey 
before you finished, you can re-enter it later with your Username and Password.  The 
program will AUTOMATICALLY PLACE YOU WHERE YOU LAST LEFT THE SURVEY. 
 
Public Affairs Specialist 
Occupational Survey 
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Survey General Directions (cont)  
 
 
 
 
 
 
 
 
 
 
 
Click on "Next" to continue 
 
 
Previous Next 
To review and/or correct your answers:  
Use the "Previous" button at the bottom of the screen to return to the 
previous question. 
Use the "Next" button to continue. 
DO NOT USE YOUR BROWSER "BACK" BUTTON; it will cause problems with the 
survey. 
Public Affairs Specialist 
Occupational Survey 
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How long have you been at your present unit?  
 
 Less than 4 months   
 4-6 months   
 6-12 months   
 1-2 years   
 2-4 years   
 Over 4 years   
 
Click on "Next" to continue 
 
 
 
 
 
What is your current duty status? 
 
 
Active 
Reserve 
Reserve on ADT 
Extended Active Duty 
 
Click on "Next" to continue 
 
 
 
 
 
 
How long is your typical work week, in hours?  (excluding your watch hours) 
 
Less than 40 
40-45 
46-50 
51-55 
56-60 
More than 60 
 
 
Click on "Next" to continue 
 
 
 
 
 
 
 
 
 
Previous Next 
Previous Next 
Previous Next 
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On average, how many hours per week do you stand a watch? 
 
0 
1-4 
5-8 
9-12 
13-24 
More than 24 
 
 
Click on "Next" to continue 
 
 
 
 
 
What is your current pay grade?  
 
 E1 
 E2   
 E3   
 E4   
 E5   
 E6   
 E7   
 E8   
 E9   
 
Click on "Next" to continue 
 
 
 
 
 
What is your gender? 
 
Male 
Female 
 
Click on "Next" to continue 
 
 
 
 
 
 
 
 
 
Previous Next 
Previous Next 
Previous Next 
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Are you the senior Public Affairs Specialist aboard your current unit? 
 
 Yes   
 No   
 
Click on "Next" to continue 
 
 
 
 
 
Are you the only Public Affairs Specialist aboard your current unit? 
 
 Yes   
 No   
 
Click on "Next" to continue 
 
 
 
 
 
How many people do you supervise?  
 
 0   
 1   
 2   
 3   
 4   
 5   
 6 or more   
 
Click on "Next" to continue 
 
 
How many hours per day do you spend using a standard computer workstation on 
the job?  
 
 Less than 1 hour   
 1-2 hours   
 3-4 hours   
 Over 4 hours   
 
Click on "Next" to continue 
 
 
 
 
 
Previous Next 
Previous Next 
Previous Next 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix B                                     February 2009  
 B-8
 
 
Is your current job your first assignment as a Public Affairs Specialist?  
 
 Yes   
 No   
 
 
Click on "Next" to continue 
 
 
 
 
 
Select each non rating - related school you have completed.  
 
3M Coordinator 
Basic Instructor Course (BIC) 
Boarding Officer 
Boarding Team Member 
CBR Defense 
CDAR 
Command Intel Officer 
Company Commander School 
Computer Maintenance 
Confined Space Entry 
Contracting Officer’s Technical Representative (COTR) 
Course Designer course 
CPO Academy 
CPR 
Damage Control Petty Officer 
Defensive Tactics 
Digital Imaging 
Drug Enforcement 
Drug Testing Coordinator 
Emergency Medical Technician (EMT) 
Facilitator 
Federal Law Enforcement Training 
Firefighting (Advance Shipboard) 
Firefighting (General Shipboard) 
First Aid 
Health Promotion Coordinator 
ICS 100 
ICS 200 
ICS 300 
ICS 400 
ICS 700 
ICS 800 
Information Mapping 
Instructor Course 
Job Aid Workshop (JAWS) 
Previous Next 
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Leadership and Management School (LAMS) 
Lifesaver 
LUFS (Advanced) 
LUFS (Basic) 
Marine Safety Petty Officer Course (MSPOC) 
Mentor training 
MLE school 
Public Affairs Officer (PAO) 
Recruiting school 
Regional Fisheries training (any) 
Senior Enlisted Academy (any) 
Small Arms Instructor School 
Special Investigator 
Unit Safety Coordinator 
Website Development 
Other 
 
Click on "Next" to continue 
 
 
 
 
If selected “Other” then 
 
List below any non rating - related school you have completed that was not 
included in this survey.  
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
Select each rating - related school you have completed.  
 
Basic Public Affairs Specialist-Writer (PA “A” School) 
Coast Guard Public Affairs Course (CGPAC) 
Digital Multimedia Course 
Editor’s Course (EC) 
Intermediate Photojournalist Course (IPC) 
Joint Public Affairs Supervisor Course (JPASC) 
Public Affairs Advanced Education Program 
Senior Enlisted Public Affairs Workshop (SEPAW) 
Other 
 
 
Previous Next 
 
Previous Next 
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Click on "Next" to continue 
 
 
 
 
If selected “Other” then 
 
List below any rating - related school you have completed that was not included in 
this survey.  
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
 
Previous Next 
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What type of unit are you currently assigned to?  
 
Academy   
Activities 
Administrative Law Judge Office   
Aids to Navigation Team (ATON)   
Air Station 
Aircraft Repair and Supply Center 
Area Office   
Aviation Technical Training Center (ATTC) 
Aviation Training Center (ATC) 
Base  
CAMSLANT   
CAMSPAC 
CGIS 
Civil Engineering Unit (CEU) 
Command and Control Engineering Center (C2CEN)   
Communication Station   
District Office  
Electronic Systems Support Detachment 
Electronic Systems Support Unit 
Engineering Logistics Center (ELC) 
Finance Center   
Group   
Headquarters  
Headquarters Support Command 
Hearing Office  
HITRON  
Institute 
Integrated Support Command (ISC)   
Intelligence Coordination Center (ICC) 
Loran Station   
Maintenance and Logistics Command (MLC)   
Maintenance Assist Team (MAT) 
Marine Safety and Security Team (MSST) 
Marine Safety Center   
Marine Safety Detachment (MSD)   
Marine Safety Office (MSO)   
Marine Safety Unit (MSU) 
Maritime Intelligence Fusion Center Atlantic (MIFC-LANT) 
Maritime Law Enforcement Academy (MLE) 
Merchant Vessel Documentation Office   
National Motor Lifeboat School 
National Pollution Funds Center 
Naval Engineering Support Unit (NESU)  
NAVCEN   
Operations Systems Center (OSC)  
Personnel Command  
Personnel Service Center  
Port Security Unit (PSU)   
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix B                                     February 2009  
 B-12
 
Project Resident Office (PRO) 
Recruiting Command 
Recruiting Office 
Research and Development Center (R&DC)   
Sector Command 
Sector Field Office 
Station   
Strike Team   
Tactical Law Enforcement Team (TACLET)   
TISCOM   
TRACEN 
Training Quota Management Center (TQC) 
Training Team   
WAGB 290’   
WAGB 398’   
WAGB 420’   
WHEC 378’  
WIX 180’  
WIX 295’  
WLB 180’  
WLB 225’   
WLI 100’   
WLI 65’   
WLIC 100’   
WLIC 160’  
WLIC 75’   
WLM 175’ 
WLR 65’ 
WLR 75’  
WMEC 205’   
WMEC 210’   
WMEC 270’   
WMSL 418’ 
WPB 110’ 
WPB 87’ 
WTGB 140’ 
WYTL 65’ 
Yard   
Other   
 
 
Click on "Next" to continue 
 
 
 
 
If selected “Other” then 
Previous Next 
PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix B                                     February 2009  
 B-13
 
List below the type of unit you are assigned to.  
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
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Are you currently assigned to an instructor billet, CG Recruiter billet, or other out-
of-rating billet? 
 
Yes (Branch to Job Satisfaction section) 
No 
 
 
 Previous Next 
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Duty and Task Inventory 
 
Duty - A duty is a broad descriptor under which similar tasks are organized. Duty Areas 
consist of clusters of tasks. 
Task - A task is a specific action. The action represents a single unit of measurable work 
and has a definite beginning and end.  
 
Example 
PA  Duty Area Multi-media 
PA Tasks Capture audio files 
Draft a story board 
Maintain photography equipment  
 
The Duty and Task Inventories are the heart of the survey.   They were developed by a 
group of PA subject matter experts.  They are a consolidated list of all tasks that PAs 
perform.  
Some of the duties and tasks may not apply to you in your current billet.  You will be asked 
to indicate those that do apply to your current billet. 
The most important rule for this part of the survey is: 
IF YOU DON'T DO IT IN YOUR CURRENT BILLET, DON'T SELECT IT. 
 
 
 
Click on "Next" to continue 
 
Previous Next 
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PA Duty Area – Public Affairs 
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet.  
 
Click here to View Glossary of Action 
Verbs. 
 
 
Arrange a press pool  
Arrange an editorial board 
Arrange media visits  
Assemble a press pack  
Assess Coast Guard related media coverage  
Coordinate a media production project  
Coordinate media embeds 
Coordinate news briefings  
Coordinate news conferences  
Develop background information  
Develop command messages  
Develop questions and answers  
Develop responses to queries  
Develop talking points  
Establish a Joint Information Center (JIC)  
Establish ground rules for media 
Facilitate a media visit as a Public Affairs escort  
Identify subject matter experts for media responses 
Localize a national campaign 
Manage requests for CG participation in community events  
Moderate a press conference 
Moderate media during a VIP visit 
Participate in off-camera media interviews 
Participate in on-camera media interviews  
Prepare a Coast Guard spokesperson for a media interview  
Prepare Coast Guard spokesperson for an editorial board 
Provide public affairs guidance to CG units 
Reconnoiter a site for press conferences 
Release information in coordination with multiple agencies  
Review a news release for SAPP  
Serve as Assistant Information Officer in a Joint Information Center (JIC)  
Visit local media outlets within your AOR 
 
Click on "Next" to continue 
 
 
 
 
Previous Next 
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PA Duty Area – Writing 
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet. 
 
Click here to View Glossary of Action 
Verbs. 
 
 
Localize published information  
Write a feature story  
Write a hometown news release 
Write a media advisory 
Write a narrative for multi-media production 
Write a news feature  
Write a news release  
Write a photo caption  
Write a photo feature  
Write a public service announcement 
Write a public service award 
Write a radio beeper 
Write a video caption 
Write an audio file caption 
 
Click on "Next" to continue 
 
 
 Previous Next 
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PA Duty Area – Web-Based Skills 
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet. 
 
Click here to View Glossary of Action 
Verbs. 
 
 
Activate a crisis response web site 
Create media distribution list 
Create multi-media hyperlink on a web site 
Distribute audio file electronically 
Distribute photo file electronically 
Distribute video file electronically 
Format a 508 compliant web page 
Format news releases  
Generate an activity report from a crisis news site 
Identify emerging media 
Respond to web-based inquiry 
Review content of unit web sites within your AOR 
Review web site for 508 compliance 
Update news site homepage 
Update standard media distribution list 
Upload audio files 
Upload photo files 
Upload video files 
 
 
Click on "Next" to continue 
 
 
 
 
 
Previous Next 
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PA Duty Area – Multi-media 
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet. 
 
Click here to View Glossary of Action 
Verbs. 
 
 
Capture audio files 
Draft a story board 
Maintain photography equipment  
Maintain video equipment  
Release audio 
Release still imagery 
Release video 
Review audio for SAPP 
Review photographs for SAPP 
Review video for SAPP 
Shoot photographs  
Shoot video 
 
Click on "Next" to continue 
 
 
 
 
 
Previous Next 
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PA Duty Area – Editing, Production and Layout 
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet. 
 
Click here to View Glossary of Action 
Verbs. 
 
 
Create layouts for publication  
Design graphics  
Edit audio files 
Edit still imagery 
Edit video imagery 
Edit written material  
Produce audio files in different formats 
Produce still imagery in different formats 
Produce video imagery in different formats 
 
Click on "Next" to continue 
 
 
 
 
 
 
 
 
 
Previous Next 
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PA Duty Area – Administrative, Management and Logistics  
 
Select each task you perform in your current billet. 
 
Select only if you perform in your current billet. 
 
Click here to View Glossary of Action 
Verbs. 
 
  
Administer a speaker’s bureau  
Arrange loan of service art 
Coordinate a media visit to a CG unit 
Coordinate artist visits 
Coordinate loan of static display 
Coordinate release of imagery from units within AOR 
Create a Public Affairs Guidance (PAG) document 
Develop a communication plan for a Public Affairs event  
Develop a communication plan for a Public Affairs issue  
Maintain a unit public affairs contact list within your AOR 
Maintain deployable Public Affairs response kit 
Maintain historical file on major incidents  
Maintain Public Affairs photo archives  
Maintain Public Affairs video archives  
Manage Public Affairs photo archives  
Manage Public Affairs training for units within your AOR  
Manage Public Affairs video archives  
Market a feature story  
Market a hometown news release 
Market a media advisory  
Market a news release 
Market multi-media 
Prepare a daily electronic news gathering report (i.e., newsclips) 
Produce media assessment report 
Provide Public Affairs training for units within your AOR  
Update Public Affairs annex (F) of the unit SOP  
Update Public Affairs Office internal SOP 
 
Click on "Next" to continue 
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LAW ENFORCEMENT 
Select each task you perform in your current billet 
 
Select only if you perform in your current billet  
 
Click here to View Glossary of Action 
Verbs. 
 
 
 
Administer breathalyzer test 
Board a vessel 
Complete arrest sheets 
Control prisoners 
Inventory LE equipment 
Issue LE equipment 
Maintain custody of evidence 
Maintain LE equipment 
Train personnel in Law Enforcement (LE) 
 
 
Click on "Next" to continue 
 
Previous Next 
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Are there any additional tasks that you perform in your present billet that were 
not included in this survey?  
 
Yes  
No  
 
Click on "Next" to continue 
 
 
 
 
 
 
If selected “Yes” then  
 
List below any tasks you perform in your present billet that were not included in 
this survey. 
 
 
 
 
Click on "Next" to continue 
 
 
 
Previous Next 
 
Previous Next 
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RATING-RELATED COLLATERAL DUTIES 
 
Select each general collateral duty you perform in your current billet 
 
Select only if you perform in your current billet  
 
 
 
Public Affairs Duty Watch stander 
Other 
 
If selected “Other” then 
 
List other rating-related collateral duties you perform in your current billet.  
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
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GENERAL COLLATERAL DUTIES 
 
Select each general collateral duty you perform in your current billet 
 
Select only if you perform in your current billet  
 
Click here to View Glossary of Action 
Verbs. 
 
 
3M Coordinator 
ACMS Custodian 
ADP Systems Security Officer (ADPSSO) 
Aerial Gunner 
Assistant Civil Rights Officer 
Assistant Mutual Assistance Officer 
Assistant Transportation Officer 
Award Board Member 
Boarding Officer/Team Member 
Captain’s Mast Recorder 
Career Information Specialist 
CISM (Critical Incident Stress Management) Team Member 
Collateral QA Inspector 
Color Guard/Funeral Detail 
Combined Federal Campaign (CFC) Coordinator 
Command Assistant Casualty Officer (CACO) 
Command Drug and Alcohol Rep (CDAR) 
Command Duty Driver 
Command Master Chief/Senior/Chief 
Corrosion Prevention Advocate (CPA) 
Damage Control Petty Officer 
Duty Force Manager 
Duty Section Coordinator 
Education Counselor 
Emergency Medical Technician 
Enlisted Club Supervisor 
Financial Counselor 
Force Protection Officer 
Gas Free Engineer 
Hazardous Technician Coordinator 
Health Promotion Coordinator 
Human Relations Council Member 
JOOD 
Line Crew Supervisor 
Load Master 
Maintenance Resource Management (MRM) Facilitator 
Mail Custodian 
Mast Representative 
Master-At-Arms 
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Morale Committee Member 
On-Board Training Team 
OOD 
Per diem/Cost of Living Allowance Survey Team Member 
Property Custodian 
Property Destruction Officer 
Publication Librarian 
Pyro Petty Officer 
Quality Assurance Inspector 
Respirator Program Coordinator 
Safety Petty Officer 
Security Force 
Sensor System Operator (SSO) 
Small Arms Instructor 
Sponsor Coordinator 
Supply Petty Officer 
SWIII Application Expert 
Tactical System Operator 
Tool Control Petty Officer 
Travel Charge Card Coordinator 
Unit Training Petty Officer 
Urinalysis Coordinator 
Verifying Official 
Voting Assistance Officer 
Watch Captain 
Weight Program Coordinator 
Other 
 
If selected “Other” then 
 
List other general collateral duties you perform in your current billet.  
 
 
 
 
Click on "Next" to continue 
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PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix B                                     February 2009  
 B-27
 
Task Frequency 
Now that you have selected all tasks that you perform in your current billet, you will 
rate how frequently you perform each task. 
 
Example: PA Duty Area – Multi-media 
 
 
Infrequent/ 
Unpredictable 
(less than 2 a 
year) 
 
1 
 
 
 
Semi-
annual 
(average 
2 a year) 
 
2 
 
 
 
Monthly 
(average 
2 or 3 a 
month) 
 
3 
 
 
 
 
 
 
Weekly 
 
4 
 
 
 
 
 
 
Daily 
 
5 
1. Capture audio files     x 
2. Draft a story board    x  
3. Maintain photography 
equipment  
  x   
 
This example shows responses to three sample questions. The respondent performs: 
 
Task 1. Daily 
Task 2. Weekly 
Task 3. Monthly 
 
 
 
Click on "Next" to continue 
 
 
 
 
Previous Next 
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Tools, Equipment, and Software Inventory 
 
Select all the tools, equipment, and/or software you use in your current billet (no matter 
how often).  SELECT ALL THAT APPLY. If you DON'T use it, DON'T select it. 
 
A/V rack 
Adobe After Effects 
Adobe Illustrator 
Adobe Indesign 
Adobe Page Maker 
Adobe Photoshop 
Adobe Premier 
Backdrops 
Boom microphone 
Cable TV 
Camera bag 
CD/DVD Reader Writer 
Cell Phone 
Coast Guard Public Affairs Manual 
Current AP Style book 
Digital Audio Recorder 
Digital Beta machines 
Digital Camera 
Digital Video Camera 
Digital Video Recorder 
DVD recorders 
Electronic Flash 
Electronic Storage 
Fax Machine 
Flip 4 MAC 
Internet Search engine 
Laptop Computer 
Light Meter 
Lighting Systems 
Microsoft Access 
Microsoft Excel 
Microsoft Internet Explorer 
Microsoft Outlook 
Microsoft Power Point 
Microsoft Word 
Mini DV video deck 
Mono pod 
Multiple Audio Box (MULT-BOX) 
Non-standard workstation 
PDA  
Photographic Printer 
PIER System Internet Service 
Projection Screen 
Projector 
Public Address System (e.g., sound/amplifying system) 
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Static Display 
Still Camera 
SWSIII Computer 
Tactical PA pack (TACPAC) 
Tactical PA vest 
Thesaurus 
Trade Publications (PR Newswire, Tactics, etc) 
Tri-pod 
VCR 
VHF-FM Radio 
Video/TV Monitor 
Web Page Design Software 
Webster’s Dictionary 
Wireless card 
Wireless Microphone 
Wireless router 
Other 
 
Click on "Next" to continue 
 
 
 
 
If selected “Other” then 
 
List below any tools, equipment, and/or software you use in your current billet 
that were not included in this survey. 
 
 
 
 
  
 
Click on "Next" to continue 
 
 
 
 
Previous Next 
Previous Next 
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 Job Satisfaction 
 
Please use the rating scale below to express your satisfaction level with each of the topics 
on the left side of your screen.      
 
LEAST 
Satisfied 
1 
 
 
 
2 
 
 
 
3 
 
 
 
4 
 
 
 
5 
 
 
 
6 
 
 
 
7 
 
 
 
8 
 
MOST 
Satisfied 
9 
My present job as a whole.           
The geographical location of my 
present unit.  
         
My Coast Guard career to date.           
The task direction and support 
given by my superiors.  
         
My present working conditions.           
The performance of my immediate 
superiors.  
         
The performance of my 
subordinates 
         
The morale of my unit.           
The cooperation and support I 
receive from my co-workers.  
         
My present living conditions.           
The opportunity for advancement 
in my career field.  
         
 
Click on "Next" to continue 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Previous Next 
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Job Satisfaction (cont) 
 
Please use the rating scale below to express your satisfaction level with each of the topics 
on the left side of your screen.   
 
LEAST 
Satisfied 
1 
 
 
 
2 
 
 
 
3 
 
 
 
4 
 
 
 
5 
 
 
 
6 
 
 
 
7 
 
 
 
8 
 
MOST 
Satisfied 
9 
The performance of my co-
workers. 
         
The way I get along with my 
superiors. 
         
The benefits aside from pay.          
The pay I receive for the amount 
of work done. 
         
The amount and timeliness of 
information I am given to do my 
job. 
         
The resources (equipment, 
supplies and staff) I am given to 
do my job. 
         
The feedback my superiors give 
me on my performance. 
         
The training I receive for my 
present job. 
         
The way my skills, knowledge, and 
training are used in my present 
job. 
         
The kinds of primary duties I 
perform on my present job. 
         
 
Click on "Next" to continue 
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Job Satisfaction (cont) 
 
Please use the rating scale below to express your satisfaction level with each of the topics 
on the left side of your screen.   
 
LEAST 
Satisfied 
1 
 
 
 
2 
 
 
 
3 
 
 
 
4 
 
 
 
5 
 
 
 
6 
 
 
 
7 
 
 
 
8 
 
MOST 
Satisfied 
9 
The kinds of collateral duties I 
perform on my present job. 
         
The amount of work I must do in 
my present job. 
         
The amount of time I’m given to 
complete my duties. 
         
The contribution my work makes in 
meeting mission objectives. 
         
The amount of challenge my job 
provides. 
         
The amount of recognition I 
receive for doing good work. 
         
The amount of responsibility I have 
on my job. 
         
The opportunity I have to exercise 
personal initiative on my job. 
         
My unit as a whole.          
The Coast Guard as a whole.          
 
Click on "Next" to continue 
 
 
 
Previous Next 
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Job Satisfaction (cont) 
 
Please use the rating scale below to express your satisfaction level with each of the topics 
on the left side of your screen.   
 
 
LEAST 
Satisfied 
1 
 
 
 
2 
 
 
 
3 
 
 
 
4 
 
 
 
5 
 
 
 
6 
 
 
 
7 
 
 
 
8 
 
MOST 
Satisfied 
9 
The requirements for advancement 
within my rating. 
         
The availability of rate-related 
training. 
         
The selective reenlistment bonus 
for my rating. 
         
The military retirement system as 
it applies to me. 
         
The support I receive from support 
ratings (YN, SK, HS) 
         
The support I receive from 
maintenance support staff (IT & ET 
or civilian counterparts) 
         
 
Click on "Next" to continue 
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PUBLIC AFFAIRS SPECIALIST Occupational Analysis Report, Appendix B                                     February 2009  
 B-34
 
 
Career Intentions 
 
The following set of questions asks you to think about the career 
intentions you had when you entered the Coast Guard and those 
you have now. 
 
Answers to these questions will give the Rating Force Master Chief 
an idea of overall career satisfaction. Your identity will remain 
confidential. 
 
 
Click on "Next" to continue 
Previous Next 
 
 
 
Which of the following most closely matches your career goals when you entered 
the Coast Guard?  
 
Do my obligated service and get out. 
Work in my rating until something else comes along. 
Work my way up to Master Chief in my rating. 
Earn a commission as a Chief Warrant Officer. 
Earn a commission as an Ensign (or higher). 
 
Click on "Next" to continue 
 
 
 
 
 
If the Coast Guard allowed me to get out whenever I wanted to, I would: 
 
Get out right away. 
Get out at my earliest convenience, but not right away. 
Wait until my current enlistment is up, and then get out. 
Stay beyond my current enlistment, but not for 20 years. 
Retire at 20 years. 
Stay beyond 20 years and retire at my earliest convenience. 
Stay for as long as possible. 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
Previous Next 
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My career as a Public Affairs Specialist has been what I thought it would be: 
  
Agree   
Disagree   
 
Click on "Next" to continue 
 
 
 
 
If selected “Disagree” then  
 
Please describe why your career as a PA has not been what you thought it would 
be. 
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
Did you have any problems getting access to a computer to complete this survey?  
 
Yes  
No  
  
Click on "Next" to continue 
 
 
 
 
 
If selected “Yes” then  
 
Please describe the problem you had in getting access to a computer to complete 
this survey. 
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
 
Previous Next 
Previous Next 
 
Previous Next 
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Did you experience any problems completing this survey on-line?  
 
Yes  
No  
  
Click on "Next" to continue 
 
 
If selected “Yes” then  
 
Please describe the problem you had in completing this survey on-line. 
 
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
Previous Next 
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General Comments 
 
 
This is your chance to let the PA Rating Force Master Chief know of any special 
concerns you may have regarding the PA rating or this survey. 
Please write in below any comments you would like to make. 
Your identity will remain confidential. 
When you are finished, click on "Next" to continue 
 
 
 
 
 
 
 
 
 
Click on "Next" to continue 
 
 
 
 
 
Previous Next 
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How many HOURS did it take you to complete this survey?  
 
 Less than 1.0 Hour   
 1.0 to 1.5 Hours   
 1.5 to 2.0 Hours   
 2.0 to 2.5 Hours   
 2.5 to 3.0 Hours   
 3.0 or more Hours   
 
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
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You have completed the PA Occupational Survey  
Click on "Submit" to record your answers. Once submitted, you may NOT review 
and/or change any of your answers.  
If you are satisfied with your input and would like to submit your answers now, click on the 
"Submit" option and then click on the "Next" Button. However, if you would like to review 
your answers before submitting, click on the "Go back to the beginning" option and you will 
automatically go back to the beginning of the survey.  If you go back to the beginning you 
must review each question of the survey again. 
  
 
 
Submit   
Go back to the beginning  
 
Click on "Next" to continue 
 
 
 
 
 
 
Previous Next 
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Public Affairs Specialist 
Occupational Survey 
 
 
 
 
 
 
 
 
 
 
 
Survey Submitted 
 
 
Thank you for completing the                        
Public Affairs Specialist 
Occupational Survey 
 
Click on “X” in the upper right corner to close the Survey. 
 
 
 
 
 
Occupational Analysis Team 
Performance Technology Center 
U.S. Coast Guard Training Center, Yorktown 
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PA RATING SPECIFIC VERB DEFINITIONS 
 
 
Activate – to make active, cause to function 
Administer – manage or direct execution, conduct or application of 
Arrange – put in order, systematically make preparations for 
Assemble – gather together into a group; put or fit together 
Assess – to fix or determine the amount of damage 
Capture - act or instance of capturing 
Coordinate – to place or arrange in proper order or position 
Create – bring into being 
Design - create, fashion or execute or construct according to a plan 
Develop – bring into activity or reality; treat films or plates to make a picture visible 
Distribute - give out or deliver 
Document – record accurate and precise information in order to preserve historical data 
Draft – make a preliminary sketch or composition of 
Edit – revise or make ready for publication 
Establish – bring into existence 
Facilitate – help, assist the progress of 
Format - produce a document or electronic report in a specified form or style 
Generate - bring into existence  
Identify – to recognize or establish as being a particular person or thing 
Localize – orient locally or assign to a place or keep within a definite locality 
Maintain – preserve, fix, or keep in good repair; hold or keep in a state or condition 
Manage – to take charge or care of; control, guide, direct or administer 
Market – sell a product or concept (as in pitching a story idea to the news media) 
Moderate - presiding over a meeting 
Participate - have a part or share in 
Prepare – make ready, put into a state for use or application 
Produce - develop or create 
Provide - supply or make available 
Reconnoiter - obtain information by visual observation 
Release – let go; set free from configuration or condition 
Respond - reply or answer in words 
Review - go over for the purpose of determining correctness 
Serve - render assistance; be of use; help 
Shoot – record on film, video, or digital imaging equipment 
Update – bring up to date or make current Write – Compose, constitute; draw-up, draft 
Upload - transfer from a computer 
Visit - go and see 
Write - compose, communicate by, or send a letter 
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LAW ENFORCEMENT VERB DEFINITIONS 
 
 
Administer – bring into use or operation 
Board – go aboard 
Complete – bring to an end 
Control – exercise restraining or direct influence over 
Inventory – make an itemized list of current assets 
Issue – give out 
Maintain – to keep in an appropriate condition 
Train – teach to make qualified or proficient 
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PA Subject Matter Experts 
 
 
    PAC Robert Lanier 
    PAC Mike O’Berry 
    PA1 Russell Tippets 
    PA1 John Edwards 
    PA2 Eric Chandler 
 
 
 
Public Affairs Specialist 
Occupational Survey 
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 tephenLEHMANNS
Education
S.I. Newhouse 
School of Public Communication
Masters of Arts: Public Relations (2017)
Thomas Edison State University 
Bachelors of Art: Communications (2016)
Defense Information School
Content Management Course  (2014)
Intermediate Photojournalism Course (2010)
Joint Information Center Course (2010)
Basic Public Affairs Specialist Course (2008)
Leadership & Management School  (2009)
NPPA Video Workshop  (2009)
Awards 
Coast Guard Commendation Medal 
(2009)
Coast Guard Achievement Medal 
(2012, 2016)
Commandant’s Letter of Commendation 
(2011, 2012, 2013)
Second Place in the New Orleans Photo 
Shoot Off
(2012)
Skills 
Microsoft Office
Adobe Creative Suite
AP Style
Mac Products
Nikon Products
Canon Products
Experience
Public Affairs Supervisor — U.S. Coast Guard — Jacksonville, FL  (2014-2016)
• Managed the individual public affairs programs of 40 Coast Guard units spread over three states and including 
more than 850 service members
• Drafted and released more than 120 press releases and served as the official Coast Guard spokesperson for all Coast 
Guard operations from Myrtle Beach, South Carolina, to Cape Canaveral, Florida
• Coordinated seven local safe boating campaigns with representatives from NOAA, EMS, the cities of Jacksonville and 
Charleston and representatives from local sheriffs offices and fire departments resulting in a 27 percent decline in 
search-and-rescue cases for the year
• Served as the initial spokesperson for a search-and-rescue case involving two missing 14-year-olds where I  
conducted two press conferences and many more on-camera interviews with national news outlets as the search 
progressed, garnering approximately $16 million in publicity value for the Coast Guard
• Produced and released 119 photos, 21 videos and 18 feature stories. Four photos were candidates for the Coast 
Guard Photo of the Year for 2015 and two videos were selected as candidate for Video of the Year for 2014 and 2015
• Assumed the role of liaison during the search for the El Faro and its crew. I kept the families of the missing informed 
as well as the public relations firm contracted by El Faro’s parent company. The El Faro’s sinking was the worst cargo 
ship incident in the last 60 years
• Deployed to South Carolina where I embedded national media on Coast Guard assets and produced photos and 
videos that earned the Coast Guard more than $22 million in publicity value
Public Affairs Assistant Supervisor — U.S. Coast Guard — Houston, TX  (2012-2014)
• Managed the public affairs programs of 44 units and the attached 400 personnel in Houston, the fourth largest city 
and 10th ranked media market in the country
• Conducted monthly meetings with stakeholders and maritime agencies associated with one of the biggest port 
structures in America
• Coordinated international relations between United States and Mexican maritime agencies during cooperative 
training missions and law enforcement operations
• Responded to three Type 1 Incidents (Hurricane Isaac, Hurricane Sandy and Texas City Oil Spill) as the Coast Guard 
Joint Information Center Manager and Public Information Officer
• Released and marketed hundreds of press releases and dozens of Coast Guard related multimedia productions to 
local and international news outlets
• Received nominations for Coast Guard video and photo of the year in 2013 and 2014
Public Affairs Specialist — U.S. Coast Guard — New Orleans, LA  (2008-2012)
• Personally oversaw 47 unit Public Affairs Officers spread over 26 states in a district that contains six of the top 25 
Nielsen-ranked media markets in the country, in an effort to implement standardized public affairs programs
• Established Joint Information Centers for five Type-1 incidents (Deep Water Horizon Oil Spill, 2010 Haitian  
Earthquake, hurricanes Ike, Gustav and Irene)
• Published as the New York Times cover photo (May 2010), as well as within the pages of Rolling Stones Magazine, 
Time Magazine and several other national news and entertainment publications
• Promoted and managed seasonal campaigns: Mardi Gras, Safe Boating, and Operation Dry Water, High Water
• Designed and edited the district newsletter using inDesign and other Adobe products
• Planned and implemented a district-wide speakers bureau to better facilitate community relations requests
“Whether I shall turn out to be the hero of my own life, or whether that station will be held 
by anybody else, these pages must show.”
-- David Copperfield by Charles Dickens
